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Chapter One 
INTRODUCTION 
Background of the study 
Emergence of new government, new leadership, new markets and new 
technologies day by day is creating a new global economy with both opportunities 
and threats for the organizations. These globalization, commercialization, 
technological advancement and growing human population have posed a complex 
challenge in terms of maintaining harmonious relationship between employees and 
the organization. Rapid changes in the social and cultural structures of the 
organizations and society have lead to a major influence on the behavior of employees 
at work setting. Organizational psychologists are trying to study the rapid changes and 
factors that are influencing employees’ behavior at work place. Thus, researches are 
being conducted to explore other variables which can have direct influence on 
productivity and efficiency of these changing organizations. Organizations not only 
require increased productivity, they also require workforce who are committed, 
efficient and loyal. These changing organizations are making it necessary to explore 
the concept of organizational citizenship behavior and work ability for enhancing the 
growth and development of the organization. Organizational citizenship behavior can 
prove to be very helpful in both i.e combating the competition and developing an 
environment that is cooperative and provides support to successful performance. 
There is sufficient evidence to suggest that organizational citizenship behavior 
influence the organization effectiveness through employees- employer relationship. 
Organizational citizenship behavior can assist the organization to be successful in 
current environment and accelerate innovation and creative approaches for 
organizations. 
The present research is undertaken to find the relationship between 
organizational citizenship behavior and organizational change with workability and to 
suggest the solutions for enhancing the workability index among employees working 
in organized sectors. 
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Statement of the problem  
The present study is centered to study the “Impact of Organizational 
Citizenship Behaviour and Organizational Change on Employees’ Work Ability”. 
This research investigates the three variables, namely, organizational citizenship 
behavior, organizational change and work ability among employees working in 
construction sector companies. It is anticipated that the present research would 
highlight new factors which would help the construction sector organizations to 
enhance their efficiency and effectiveness. As construction industry is booming sector 
in India, it supports a large number of upstream and downstream industries which are 
integral part of the country’s economy. This sector is considered to have a large 
economic multiplier effect. Construction as an industry is 6 to 9 % of the gross 
domestic product of developed countries. Construction starts with planning, design 
and financing and continues until the projects build and ready for use. Construction 
projects are divided into public and private sector. Private sector construction is 
performed by private owners, paid for using private funds. Public sector deals with 
projects done for federal, state, or local agencies of government and usually paid for 
out of tax money, bonds or other public funds. The current research considers 
organizational citizenship behavior and organizational change as the main variables 
which would influence the work ability of the employees working in multinational 
and public sector companies dealing in construction field. In these emerging 
organizations the construct of organizational citizenship behavior must be recognized 
for improving work ability. Because maintaining work ability is a major issue now a 
days’. Work ability can be maintained especially in emerging organizations by 
conducting imperative researches in the field. 
Organizational Citizenship Behavior: Concept and Definitions  
The construct of organizational citizenship behavior have been studied since 
1990’s and definitions following different perspectives such as individual, 
organizational and social exchange perspectives. In recent years it has become an 
interesting construct for both researchers and managers, in order to better understand 
employees’ behaviors which contribute to organizational effectiveness; and find out 
the potential antecedents and consequences of it. Organizational citizenship behavior 
has been associated with overall organizational effectiveness and improvement in 
productivity of the employees. 
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The concept of organizational citizenship behavior originally grew from the 
work of Bateman and Organ (1983), when they attempted to connect job satisfaction 
with organizational functioning. They called it as “A Good Soldier Syndrome”. 
Behaviors related with most explanation of being a “Good soldier” include prosocial 
behaviors, punctuality, helping others, innovating and volunteering (Organ,1988), as 
well as the lack of undesirable actions such as complaining, arguing and finding faults 
with others (Organ, 1990). Organ (1988, 1997) defines organizational citizenship 
behavior as being voluntary and discretionary behavior of individual organizational 
members that, in that aggregate, is expected to promote overall organizational 
efficiency. Examples of organizational citizenship behavior include defending the 
organization when the other employees criticize it and assisting co-worker with their 
duties. 
Conceptually, organizational citizenship behavior has been associated with 
social responsibility or communal work, for which no monetary benefits are attached. 
Organizational citizenship behavior is job related behavior but is not tied to formal 
reward system, and is done to increase the effective operation of the organization. 
Organizational citizenship behavior is a form of extra role behavior which contributes 
to increase individual effectiveness in the service of overall organizational 
effectiveness.  
Organizational citizenship behavior is defined as set of discretionary 
workplace behaviors that exceed one’s basic job requirements. They are often called 
as behaviors that go beyond the call of duty. Organizational citizenship behaviors are 
more like psychological contracts and play very important role in improving the 
general health and well being of the organization thereby creating an impact on 
efficiency and effectiveness of work teams and organizations. Organ and Ryan (1995) 
referred to organizational citizenship behavior as the individual contributions in the 
workplace that go beyond the role requirement and contractually rewarded job 
achievements. Examples of organizational citizenship behavior include helping co-
workers, performing extra job activities and acting according to organizational 
policies and rules regardless of personal inconvenience. 
Organ (1997) defines Organizational Citizenship Behavior as “Contributions 
to the maintenance and enhancement of the social and psychological context that 
supports task performance”. Organizational citizenship behavior is referred as a multi 
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dimensional concept that comprises all positive organizationally relevant behaviors of 
organizational members, including traditional in-role behaviors, organizationally 
pertinent extra role behaviors and political behaviors, such as full and responsible 
organizational participation (Van Dyne, Graham, & Dienesch, 1994). 
Organizational Citizenship Behavior (OCB) is a construct that include 
anything positive and productive that employees do, of their own decision, which 
supports co-workers and benefits the company. Typically, employees who frequently 
involve in organizational citizenship behavior may not always be the high performers 
(though they could be, as job performance is related to OCB), but they are the ones 
who are known to ‘go the extra mile’ or ‘go above and beyond’ the minimum efforts 
required to do a merely satisfactory job. 
Nemeth and Staw (1989) view that organizational citizenship behavior can 
assist organizations to develop performance and increase competitive edge as it 
encourages employees to perform beyond the formal job requirements. OCB can 
assist the organization to be successful in current environment and accelerate 
innovation and creative approaches for organizations. 
Schnake (1991) defines organizational citizenship behavior - “functional, pro-
social, extra role behavior, directed at individuals, groups and/or an organization”. 
This definition consists of ethical behaviors like helping the newcomers to the 
organization, avoiding unnecessary breaks, helping co-workers on the job and coming 
forward to do jobs which are not necessitated by the organization. 
Van Dyne, Cummings, and McLean Parks (1995) have viewed organizational 
citizenship behavior as “affiliative and promotive” behaviors that demonstrate the 
actors desire to maintain a relationship with the target (i.e., coworkers or the 
organization) and contribute to the target’s success. On the other hand, some have 
regarded organizational citizenship behavior as socially desirable behaviors. 
Walz and Niehoff (1996) said that organizational citizenship behavior 
represents a set of desirable organizational behavior, which display multi dimensional 
relationships with positive organizational consequences. Katz and Kahn (1966) 
categorized employees’ behavior in two ways i.e. in-role or extra role behaviors. Both 
types of behaviors are essential for organizational functioning. But when an 
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employee’s perform an extra role behavior, he takes the organizational functioning to 
an optimal level, as they perform beyond their prescribed job roles. 
Wilson (2000) was of the opinion that OCB is a special type of behavior 
which entails more commitment than spontaneous assistance in which time is given 
freely to benefit another person, group, organization or cause. 
Dimensions of Organizational Citizenship Behavior 
Various empirical and conceptual works has been done in the area of 
organizational citizenship behavior and different researchers have different view 
regarding the dimensionality of this construct. Researchers have conceptualized 
organizational citizenship behavior as a multidimensional construct. But originally, 
Organ and his colleagues (Smith, Organ, & Near, 1983) classified organizational 
citizenship behavior into two dimensions: altruism and generalized compliance. Later 
on compliance was renamed as conscientiousness. 
Altruism is a voluntary behavior directed to help another specific individual. 
When a person have specific problem, needs help or assistance then altruistic people 
go the extra mile to help them. DiPaola and Hoy (2005a) described altruism behavior 
as “going the extra mile” to help specific individuals. The other dimension 
generalized compliance is more impersonal conscientiousness; it refers to the 
behavior of an individual that shows compliance with general rules, norms and 
expectation. The employee acts upon the lines of what is considered moral and 
proper. For example, proper use of time at workplace is an act of generalized 
compliance.  
In attempting to further describe the organizational citizenship behavior 
construct, Organ’s (1988) classification of organizational citizenship behavior has 
been widely used by researchers across the world in diverse perspective and is found a 
valid tool for measuring organizational citizenship behavior construct. The 
dimensions are as follows: (a) altruism, (b) conscientiousness, (c) sportsmanship, (d) 
courtesy, and (e) civic virtue. 
 Altruism (e.g. helping a newly appointed co-worker and freely giving time to 
other workers) is mainly concerned with behaviors which are directed towards 
helping a specific individual in completing his job related work but indirectly it 
contributes to group efficiency by increasing individual performance. 
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 Conscientiousness means going beyond the minimum expectation. In other 
words, it denotes the behavior that is not directed at another individual. 
Examples of conscientiousness include an employee adhering to an 
organization’s rules and regulations or a worker not using all of his vacation or 
sick leaves. 
 Sportsmanship is an employee’s readiness to deal with poor situations without 
complaining. Employee is ready to accept organizational standards, 
organizational resources and have flexibility. This behavior improves the time 
spent on constructive work done in the organization. 
 Courtesy is shown by preventing organization problems through communication 
and general consideration for others. For example, giving advance notices, 
reminders and giving appropriate information to others, or letting co-workers 
know how they can reach an employee who is on vacation. The courteous 
behaviors help to prevent other employees from facing unpleasant surprises. 
 Civic virtue means participating in the life and culture of the organization; this 
behavior is not targeted at individuals, rather, this behavior targets the 
organization. For example, voluntarily attending meetings and functions of the 
organization. It also includes contributing opinions on important organizational 
issues like policy, strategy formation etc. This dimension also includes positive 
involvement in the concerns of the organization (Organ, Podsakoff, & 
MacKenzie, 2006). 
Most of the studies examining the structure of organizational citizenship 
behavior have agreed that it is a multidimensional concept (Graham, 1989; Podsakoff, 
MacKenzie, Moorman, & Fetter, 1990).  
Graham (1989) after extensive research emerged with a four-dimension 
model of organizational citizenship behavior consisting of individual initiative, 
interpersonal helping, personal industry, and loyal boosterism. Interpersonal helping 
involves helping co-workers in their jobs when they need help. Individual initiative 
indicates communicating to other employees in the workplace to improve individual 
and group performance. Personal industry includes the performance of specific job 
above and beyond the call of duty. Whereas loyal boosterism shows the promotion of 
the organizational image to outsiders (Moorman & Blakely, 1995).  
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Various empirical researches have been conducted to find out the dimensions 
of organizational citizenship behavior, but it has generated somewhat conflicting 
results. Thus in order to further categorize the dimensions of OCB , Williams and 
Anderson (1991) did extensive empirical research on Organs five dimensions of 
organizational citizenship behavior and came forward with two dimensional theory 
of OCB, namely, OCB-I and OCB-O. 
OCB-I is a behavior that immediately benefits to a particular individual within 
the organization such as interpersonal helping or helping a coworker who has been 
absent from work. OCB-I includes altruism and courtesy. 
OCB-O include those behavior which are directed towards benefiting the 
organization in general, such as volunteering to serve on committees, adhering to 
informal rules and giving advance notices when unable to come. OCB-O consists of 
conscientiousness, sportsmanship and civic virtue which denoted the behavior 
directed towards the organization. OCB-O is a sort of “good citizen” or “good 
soldier” syndrome that makes the employee to do the things that are proper and right, 
just for the sake of organization rather than for any specific individual. 
Borman and Motowidlo (1993) categorized OCB into five dimensions which are as 
follows- volunteering to do tasks that are not formally part of their job, following 
organizational procedures, endorsing and supporting, helping and cooperating with 
workers, defending the objectives of the organization. They explained these 
dimensions as perseverance combined with enthusiasm and extraordinary efforts 
which are essential to complete the task / work.  
Podsakoff and Mackenzie (1997) categorized organizational citizenship 
behavior in three dimensions, namely, helping Behavior, sportsmanship and civic 
virtue. Hannam and Jimmieson (2002) proposed that organization compliance, 
individual initiative, altruism, conscientiousness and civic virtue are the significant 
factors in explaining organizational citizenship behavior. 
 By comparing the previous models of organizational citizenship behavior and 
other concepts associated to organizational citizenship behavior, Coleman and 
Borman (2000) built up a “three-dimension integrated model of citizenship behavior 
(Borman & Motowidlo, 1993; Organ, 1988; Smith, Organ, & Near, 1983). They 
divided the organizational citizenship behavior into three dimensions: interpersonal 
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citizenship performance, organizational citizenship performance, and job/task 
citizenship performance. The interpersonal dimension refers to behaviors that benefit 
members of the organization, relates with OCB-I by Williams and Anderson (1991), 
altruism and courtesy by Organ (1988), and partly the altruism of Smith, Organ, and 
Near (1983) and Morrison (1994). The second dimension, organizational citizenship 
performance, may be defined as behaviors that benefit the organization, characterize 
the dimensions such as OCB-O by Williams and Anderson (1991), the sportsmanship, 
civic virtue, and conscientiousness by Organ (1988),  generalized compliance of 
Smith and colleagues (1983), The third dimension, job/task citizenship performance is 
defined as behaviors that benefit the job/task, and is associated with functional 
participation of Van Dyne, Graham, and Diensch (1994). 
Markoczy and  Katherine (2004) explained organizational citizenship behavior 
following two dimensional model. The two dimensional model includes positive 
assistance and active assistance. Avoiding those behaviors which can hurt the 
coworkers or the organization. Citizenship behavior includes helping others to do 
their work, supporting the organization and volunteering in doing necessary tasks or 
taking responsibility. Politeness and Generosity are the two important indicators, 
which show avoidance behavior that can harm organization. Politeness involves 
thinking about the fact that may influence the coworkers. Whereas generosity 
indicates the patience with which the individual faces the unavoidable situations 
without any complain. 
A more extensive approach was adopted by Oplatka (2006). He found seven 
dimensions of organizational citizenship behavior which include helping behavior, 
organizational loyalty, sportsmanship, organizational compliance individual initiative, 
civic virtue and self development. 
Antecedents of Organizational Citizenship Behavior  
  Literature reveals that organizational citizenship behavior has been studied 
extensively to determine its antecedents. An extensive range of search for a host of 
reliable predictors of organizational citizenship behavior was done by different 
scholars. Studies have identified numerous predictors of organizational citizenship 
behavior such as personality, job satisfaction, procedural justice, and organizational 
commitment, employee engagement etc. Numerous researchers focused on employee 
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attitudes and dispositions and leader supportiveness, employee attitudes towards the 
job and organization, as well as perceived justice and fairness were identified as 
predictors of organizational citizenship behavior (Bateman & Organ, (1983), Organ & 
Ryan (1995), (Pillai, Schriesheim, & Williams (1999), Podsakoff, MacKenzie, 
Moorman, & Fetter, (1990). 
Smith, Organ and Near (1983), Batman and Organ (1983) conducted the first 
search on antecedents of organizational citizenship behavior. They found that job 
satisfaction is the best predictor of organizational citizenship behavior and even after 
two decades of research on job satisfaction, it is still the leading predictor of 
organizational citizenship behavior. In organizational behavior job satisfaction is one 
of the most studied construct; it attracts the attention of the researchers because of the 
belief that job satisfaction may affect a variety of behavior and contribute to the well 
being of employees (George & Jones, 2008).  
Bateman and Organ (1983) and Smith, Organ, and Near (1983) pointed out 
that to the extent job satisfaction represents a positive mood state, satisfied employees 
engage in citizenship behaviors. Bateman and Organ (1983) proposed a significant 
and strong link between organizational citizenship behavior and job satisfaction. Job 
satisfaction has been found to have a positive link with job performance and 
organizational citizenship behavior, which in turn has significant impact on 
employees’ turnover, absenteeism and psychological distress (Davis, 1992). 
Researches demonstrate that those employees who are satisfied with their job show 
more organizational citizenship behavior in comparison to those who are not satisfied 
with their job. Furthermore, individuals with higher level of job satisfaction 
demonstrate decreased propensity to search for another job (Sager, 1994), and 
decreased propensity to leave the organization. 
Along with job satisfaction, organizational commitment is a frequently cited 
antecedent of organizational citizenship behavior. Organizational commitment attracts 
the attention of the researchers because of its association with   job performance, 
absenteeism, and turnover. Steers (1977) defines organizational commitment as the 
relative strength of an individual’s identification with and involvement in a particular 
organization. Committed employees are supposed to be productive, loyal and devoted 
to their organization. Mathieu and Zajac (1990) argued that committed employees 
were more likely to exhibit citizenship behaviors. O’Reilly and Chatman (1986) have 
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found that dimensions of organizational commitment such as internalization and 
identification were positively related to OCB-type behaviors. Out of the three 
dimensions of organizational commitment, affective commitment is found to be 
significantly related to organizational citizenship behavior, because affective 
commitment drives those behavior that do not primarily depends on formal rewards or 
reinforcement. The study conducted by Morrison (1994) supported that both affective 
and normative commitment are positively related to organizational citizenship 
behavior. Organ and Ryan (1995) found strong correlations between affective 
commitment and two forms of organizational citizenship behavior (i.e., altruism and 
generalized compliance). Meyer, Stanley, Herscovitch, and Topolnytsky (2002) also 
found strong correlations between organizational citizenship behavior and affective 
commitment. On the other hand, continuance commitment was found to be unrelated 
to organizational citizenship behavior in the meta-analysis of Meyer, Allen, and Smith 
(1993), Organ and Ryan (1995).  
Organizational Justice is also considered to be the antecedent of organizational 
citizenship behavior. It is also called procedural justice, which means the fairness 
followed in the decisions of the organization. Procedural justice is the perception of 
the employees whether they are equally treated and fairly rewarded by the 
organization. Employees’ behavior depends on their perception that whether the 
decisions taken in organization are fair and with necessary employee input. When 
they feel that they are being treated equally and fairly they feel obliged to work for the 
organization. Saks (2006) stated that employees who have higher perceptions of 
procedural justice are more likely to engage in organizations task. Researches have 
shown that when employees feel that they are not equally treated, they might not 
engage in organizational citizenship behaviors and extra role behaviors (Greenberg & 
Coloquitt, 2005). Moorman (1991) found that perceptions of fairness are positively 
related to organizational citizenship behavior. 
Employee engagement is also one of the antecedents of organizational 
citizenship behavior. It has been found as a potential predictor of organizational 
citizenship behavior.  Employee engagement is found to have a positive impact on 
organizational citizenship behavior. Little and Little (2006) define employee 
engagement as the employee willingness and ability to help their company succeed, 
largely by providing discretionary effort on a sustainable basis. It is found that 
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individual who are high in employee engagement have a tendency to involve in 
constructive and responsible behavior at workplace. Employee engagement may lead 
to organizational citizenship behavior as it focuses on employee commitment and 
involvement which are beyond the defined rules of the organization. Rukhum (2010) 
found a positive relationship between employee engagement and organizational 
citizenship behavior.  
Apart from these constructs, there are certain demographic variables which are 
related to organizational citizenship behavior. Employee age is considered an 
important factor in determining the organizational citizenship behavior. Wagner and 
Rush (2000) were of the opinion that younger employees coordinate their needs with 
organizational needs more flexibly whereas older employees are more rigid in 
adjusting their needs with the organization. Singh and Singh (2010) found that age has 
positive impact on organizational citizenship behavior. They reported that younger 
employees have high achievement motive which help them in engage in more in-role 
behaviors. 
Organ (1988) argued that organizational citizenship behavior is held to be 
important for the survival of an organization. Organ further elaborated that 
organizational citizenship behavior can maximize the productivity and efficiency of 
both the employee and the organization that will ultimately lead to the effective 
functioning of the organization. 
Organizational Change: Concept and Definitions 
A change has been a topic of interest and debates of philosophers, thinkers, 
sociologist, dramatists, scientists, etc. In other words it has attracted the attention of 
all ages at all times. For centuries, Philosophers struggled with the definitions of 
change though obviously not with the business organizations. 
Change represents a challenge to all societies at all times. Nearly 2500 years 
ago, the Greek philosopher Heraclitus wrote that, “you cannot dip your toes into the 
same river twice" because river continuously flows and changes. Change has always 
been a part of human conditions. 
In today’s business world, any organization that isn't continually developing, 
acquiring or adapting to new changes will likely to be out of business in few years. 
Because, change rather than stability is the norm today. To survive and expand, 
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organizations must quickly acclimatize to changes in their surroundings. If 
organizations do not change, they lose their ability to compete. When the environment 
changes and the position originally filled by the organization either becomes 
unimportant or is superseded, the organization must change or die. Over the past few 
decades, organizations throughout the world have faced the need to make radical 
changes in structure, technology, strategy and management process to adapt to new 
competitive demands. 
Change is quite inevitable due to tremendous foreseen internal and external 
environmental pressure. It compares the organization before and after the situation in 
order to stop one thing and start a new thing. In order to know the correct meaning of 
change we must define it, by dictionary meaning change means, “substitution of one 
thing with the other or replacement of one with the other”. 
According to the Chambers dictionary- Change means to “alter, or to make 
different, to make or to pass from one state to another, to exchange”. 
Beckard (1969) define organizational change as “an effort planned 
organization-wide and managed from top to increase organizational effectiveness and 
health through planned interventions in the organization, using behavioral science 
knowledge". Lippit (1969) conceived organizational change as the "strengthening of 
those human processes in organizations which improve the functioning of its 
objectiveness". Warner and Hornstein (1972) define organizational change as “a 
process of planned change of an organization which avoids an examination of social 
process”. 
Chattopadhyay and Pareek (1982) described organizational change as a 
relatively enduring alteration of the present state of an organization on its components 
and functions in totality and partially in order to obtain greater viability in the context 
of the present and anticipated future environment. 
Huber, Sutcliffe, Miller, and Glick (1993) defined organizational change as 
"Change that involves differences in how an organization functions, who its members 
and leaders are, what form it takes, and how it allocates resources" (pp. 215-65). 
According to Robbins (1994), the need for organizational change is created by 
“the changing nature of the work force, technology, economic shocks, the new world 
politics and the changing nature of competition". Van de Ven Poole (1995) defines 
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change as a “difference in organizational form, quality, or state”. Daft (1995) opined 
that organizational change is “the adaptation of a new idea or a behavior by an 
organization”.  
Barnett and Carroll (1995) define organizational change as "transformation of 
an organization between two points in time" (pp. 217-36).  
Organizational change can be defined “as any structural, strategic, cultural, 
human or technological transformation, capable of generating impact in an 
organization” (Wood, 2000). Greenberg and Baron (2002) stated that “any planned or 
unplanned transformation in the structure, technology, or people of an organization is 
termed as organizational change”. Change is concerned with “shifting from one stage 
to another or breaks down existing structures and create new one” (Chonko, 2004). 
The concept of organizational change overlaps with a few other concepts 
which also aim to improve the performance and effectiveness of organization such as 
organizational growth, organizational development and organizational renewal. 
Beckard (1969) defines organizational development as “an effort planned 
organization- wide and managed from the top to increase organizational effectiveness 
and health through planned interventions in the organization, using behavioral science 
knowledge”. 
Peter Vail (1998) believes that the genius of organizational development is its 
focus on organizational process. He views organizational development as “a process 
for improving organizational processes”. 
Porras and Roberston (1992) said that organizational development is a set of 
behavioral science based theories, values, strategies and techniques aimed at the 
planned change of organizational work setting for the purpose of enhancing individual 
development and improving organization’s performance through the alteration of 
organizational members on the job behaviors. Burke (1994) defines organizational 
development as “a planned process of change in an organization’s culture through the 
utilization of behavioral science technologies, research and theory”. 
French (1998) defines organizational development as “a process in the sense 
that a process is an identifiable flow of interrelated events moving over time towards 
some goal or end”. 
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Whereas organizational growth is a concept that describes organization as 
complex organisms having a life cycle with stages of development, commencing with 
birth and progressing through survival to later stages of maturity. 
From the above definitions and discussion it is clear that organizational 
development is planned change in an organization context. The development models 
of planned change facilitated the development of organizational development. The 
theme of planned change began to take form in the late 40’s and 50’s as several 
scholars argued that the fundamental problem of organizational change per se. Kurt 
Lewin is credited with introducing this theme with a powerful model of unfreezing, 
changing and refreezing, which would be discussed later in this chapter. 
In the history of organizational development, change has been thought of as an 
important and dominant factor in the development of organization. Change happens 
too frequently today, that it seems that one change is not complete before another is 
being launched. Change is everywhere, change will be the one of the few constants 
during the end of this century and into the next, the pace of change has primarily been 
increased with the increasing challenges such as competition, development, general 
instability, mergers and reengineering of work process. Such challenges emerged 
rapidly during the emergence of global economy in the late 1980’s and 1990’s, and 
advancement of technology and communication networking system (Bernerth, 2004). 
Ralph and Covin (1988) and others have identified ten features of 
organizational transformation. 
 It is a response to environmental and technological change. 
 It provides a new model of organization for the future by creating a new vision.  
 It is based on dissatisfaction with the old and belief in the new. 
 It is qualitatively different way of perceiving, thinking and behaving. 
 It represents system-wide or organization –wide change. 
 It requires the top management leadership. 
 It is ongoing forever. 
 It is orchestrated by internal and external experts. 
 It represents the leading edge of knowledge about organizational change. 
 It generates more open communication and feedback throughout the 
organization. 
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Forces for Change  
The organizational environment is constantly changing, and an organization 
must adapt to these changes in order to survive (Argyris, Putman & Smith, 1985). 
There are many forces in the environment that have an impact on the organization and 
that recognizing the nature of these forces is one of a manager’s most important task 
(Kanter, 1984). If mangers are slow to respond to competitive, economic, political, 
global, and other forces, the organization will lag behind its competitors and its 
effectiveness will be compromised. 
Listed below are the most important forces for change that confront an 
organization and its managers:  
 Competitive forces - Organizations are constantly striving to achieve a 
competitive advantage. Competition is a force for change because unless an 
organization matches or surpasses its competitors in efficiency, quality or its 
capability to innovate new or improved goods or services it will not survive. 
 Economic, Political and Global forces – These forces continually affect 
organizations and compel them to change how and where they produce goods 
and services. Economic and Political unions among countries are becoming 
increasingly important forces for change (Hill, 1994). 
  Demographic and Social forces – Managing a diverse work force is one of the 
biggest challenges to confront organizations in 2000 and beyond (Jamieoson & 
Mara, 1991). Changes in the composition of the workforce and the increasing 
diversity of employees have presented organizations with many challenges and 
opportunities. Increasingly, changes in the demographic characteristic of the 
work force have led managers to change their styles of managing employees and 
to learn how to understand, supervise and motivate diverse members effectively. 
 Ethical Forces – It is also important for an organization to take steps to promote 
ethical behavior in the face of increasing government, political and social 
demands for more responsible and honest corporate behavior (Shaw & Barry, 
1995). Many organizations need to make changes to allow managers and 
workers at all levels to report unethical behavior so that an organization can 
move quickly to eliminate such behavior and protect the general interests of its 
members and customers.  
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Responses to change 
The responses to change depend upon the employees’ perception about the 
change, different individuals differ in their attitudes and hence, the perceptions 
towards change. Therefore, one important task of the management of an organization 
is to understand and create a positive attitude among employees regarding change. 
According to Elizure and Guttman (1976), attitudes towards change in general consist 
of a person’s cognition about change, affective reactions to change, and behavioral 
tendency to change. Researchers have, identified various employees’ responses to an 
organizational change ranging from strong positive attitudes (i.e. “this change is 
essential for the organization to succeed”) to strong negative attitudes (i.e. “this 
change could ruin the company”). 
Therefore, change can be received with excitement and happiness or anger and 
fear while employees’ response to it may range from positive intentions to support the 
change, to negative intentions to oppose it. Positive attitudes to change were found to 
be vital in achieving organizational goals and in succeeding in change programmes 
(Eby, Adams, Russellal, & Gaby, 2000). 
Employees’ attitudes toward change can impact their morale, productivity and 
turnover intentions (Iacovini, 1993). Many studies suggested that organizational 
change efforts can be very stressful experiences for individual (Elrod & Tippett, 2002, 
Grant, 1996). More specifically, they noted that there are many emotional states that a 
person can experience during change processes, which are equilibrium, denial, anger, 
bargaining, depression, resignation, openness, readiness and re-emergence (Perlman 
& Takacs, 1990).  
Schabracq and Cooper (1998) believe that due to change in organization 
employees’ positions and technical skills are changed or altered, and when employees 
fail to make necessary technical adjustments, a sense of uncertainty arises about the 
future, which, in turn, creates stress. This uncertainty can affect employees' work 
commitment and job satisfaction. (Hugh, 1993), Change will be a stressful 
experience. Stress caused by organizational change will result in creating negative 
attitudes toward change, and therefore stress will become an inhibitor to change. 
Literature reveals that change is a source of feeling of threats, anxiety, 
uncertainty, frustration and alienation (Ashford, 1988). Change in an organization will 
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produce some uncertainty, frustration, and anxiety among employees that will have 
long-term effects on employees' attitude and psychology. Hui and Lee (2000) found 
that the expectation of changes led employees to experience psychological uncertainty 
about the potential loss of current position, unemployment, role pressure, and 
reduction of available resources. Employees may also lose trust in the organization as 
a whole. Thus it is imperative to know the employees perception regarding the change 
before initiating change process. Many researchers like Eby, Adams, Russellal, and 
Gaby (2000) focused on employee’s attitudes and behaviors to effective change 
programs. In this regards, Desplaces (2005) advocated that extent of certain individual 
and workplace characteristics may lead to develop positive attitudes and behaviors for 
change readiness. These factors are associated with personal, social, environmental, 
cultural and organizational services. In this regards, change management agents are 
solely concerned with the issues how to deal with the employees so that they can 
actively accept and involve in the change process. 
Furthermore, change that contributes to a “better life” for members of the 
work unit may lead individuals to conclude that organizations hold values and goals 
consistent with their own and is acting in their best interest in making the change. 
Therefore, changes whose outcomes are generally favorable to the unit’s members 
should be positively related to individual’s commitment to both the change and to the 
organization. 
Dimensions of Change 
Change is a dynamic process and with change in any one dimensions results in 
compensatory change in other dimensions. Dimensions of organizational change were 
given by Flood in 1995 which was further supported and described by Cao, Clarke, 
and Lehaney (2000). Organizational change has been classified into four dimensions: 
 Changes in Organizational Process 
The key issue of change management is to deal with change in organizational 
processes and control over these processes. Organizational process transforms certain 
inputs into outputs of value to customers. It often involves material flow from raw 
material to finished products, cash flow from investments to profits, and human 
resource input. According to Peter (1994) process change involve operational sub-
processes improvement, intra-process improvement, inter-process relationship 
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improvement, process redesign, total process re-conception and technological 
implementation. 
  Changes in organizational functions, their organization, co-ordination and 
control (Structural Change) 
Organizational structure is a formal system of task and authority, relationship 
that control how people co-ordinate their actions and use resources to achieve 
organizational goals. For any organization an appropriate structure is one that 
facilitates effective responses to problems of coordination and motivation. Structural 
strategies attempt to change an organizations design by modifying the lines of 
authority, span of control and arrangement of work functions. When there is change in 
organizational functions then there may be changes in horizontal and vertical 
structures; changes in decision systems and policy, change in resource allocation 
mechanism; and change in the criteria used for recruitment, appraisal, compensation 
and career development. In today’s developing societies it is found that organizations 
are changing from rational bureaucratic structures to flexible structures, characterized 
by a flat authority structure. 
 Changes in Organizational Culture (Changes in Values)  
Change in culture means changes in values, beliefs and human behavior in 
terms of relationships to social rules and practices. An organization’s culture is 
shaped by the people inside the organization, by the employment rights given to 
employees and by the type of structure used by the organization. Organization culture 
shapes and controls behavior of the people within the organization. It is believed that 
“multicultural organization” should be created, thereby encouraging more creativity, 
better problem –solving and flexible adaptation to change, and keeping the company 
ahead of the competition through mutual learning among organizational members. 
Reed (1992) argues that organizational culture is shaped by organizational politics, 
and will direct long-term structural development. The cultures of organizations that 
provide essentially the same goods and services can be very different for example: 
Coca-Cola and PepsiCo are the two largest and most successful companies in the soft 
drink industry. They sell similar products and face similar environment but they have 
different culture. Coca-Cola takes pride in its long term commitment to employees; its 
loyal managers, many of whom spends their entire career with the organization, 
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whereas PepsiCo has a highly competitive and political culture in which conflicts over 
decision making causes frequent disputes, and often turnover among top managers. 
 Changes in power distribution and the way organizational issues are 
influenced 
This view sees organizations as union of interest group in tension or a 
particular balance of forces, continually subject to modifications. McHugh (2001) 
suggest that it is important to understand where power comes from and how these 
sources of power can be developed. 
From the above discussion it is clear that change in any one dimension will 
probably result in compensatory change in other dimension. These dimensions are 
interconnected and interacting. For example, shifts in the large culture influence 
individuals, who influence organizational culture, which in turn affects organizational 
structure (DeLisi, 1990). 
Barnett and Carroll (1995) identified two major dimensions relevant to 
organizational change: 
 The content of change, which relates to differences in the content of a state 
A organization relative to the content associated with a state B firm. State A is 
the current organizational form that a firm occupies, and state B represents an 
alternative organizational form that the firm aspires to be. Both states can be 
described on the basis of their organizational content, namely, their structures, 
relationships, information and production technologies, operational processes 
and routines etc. 
 The process of change focuses on how change occurs, including the speed of 
change, the necessary sequence of activities, supporting internal changes, and 
obstacles confronted. 
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Models of Change 
Models and theories depict the important features of some phenomenon, 
describe those features as variables, and specify the relationship among variables. 
Planned change theories are rudimentary as far as explaining relationships among 
variables, but pretty good for identifying the important variables involved. 
Kurt Lewin, a pioneer in the field of social psychology and group dynamics 
identified, change a three phase model Unfreezing, changing/moving, refreezing. 
Lewin (1951) has applied his theory of force field analysis to study the process of 
bringing about effective change.  
Lewin’s model assumes two obstacles which generally affect the change 
process:  
 Generally individuals experience obstacles to change as they are unable or 
unwilling to alter long established attitude or behavior for various reasons. 
 They may try to do things differently but may have the tendency to return to 
traditional ways after a short time. To overcome this problem, Lewin proposed a 
three step sequential model of change process.  
 
       
    
Fig 1.1. Image of change 
According to Lewin, there is a current state (A) and a desired future state (B) 
and through planned interventions, one moves from state A to the most desirable  
state B. 
 The first step of change is to unfreeze the present or old behavior (or 
situation) by creating a perceived need for something new. It is facilitated by 
environmental pressure such as increased competition, declining productivity and 
performance, felt need to improve the style of work, etc. 
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 The second step, changing or moving involves making the actual changes 
that will move the organization to another level of response- learn new skills, 
practices, changes in reporting relationships, reward systems, etc. This stage involves 
a shift in behavior of organizations by modifying system, process, technology and 
people. 
The final stage of the change process, refreezing, involves stabilizing and 
integrating change by reinforcing new behaviors and integrating them into formal and 
interpersonal relationships and in one’s personality. 
 Lewin’s model provides a general frame work for understanding the 
organizational change. At the later stage, the model has been modified by Lippitt, 
Watson, and Westley (1958) they expanded the three stage model into a seven stage 
model of planned change. Their seven stages are as follows:  
 Developing a need for change. This is similar to Lewin’s unfreezing phase, 
 Establishing a change relationship. 
 Clarifying or diagnosing the client system’s problem. 
 Examining alternative routes and goals. 
 Transforming intentions into actual change efforts. 
 Generalizing and stabilizing change. 
 Achieving a terminal relationship that is, terminating the client-consultant 
relationship. 
 The first three steps represent the unfreezing step, the fourth and fifth steps 
represent the moving stage, sixth and seventh step represent the refreezing stage. 
Tichy and Devanna (1986) described change as three act drama: 
Act I - Awakening organizations to the need for change. The goal is to arouse 
emotional energy of the entire organization. The process destroys what is familiar. 
Act II – Mobilizing organization to create a blue print for the future, as old ways are 
swept away and people begin to recognize the need for something new. Leader 
articulates a vision and communication becomes critical. 
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Act III – Reinforcing concerns for creation of structures to institutionalize the 
organization vision. New practices are created to embody the new ideas and over a 
period of time, these practices influence the way employees think and behave. 
 According to Nicklos (2004) to manage change effectively, the following sets 
of skills are required: political skills, analytical skills, people skills, system skills, 
business skills. 
Action Research Model 
This model basically focuses on planned change as a cyclic process, where 
earlier research about the organization provides a basis for subsequent actions to be 
taken. This model places greater emphasis on data gathering and diagnosis prior to 
action planning and implementation, as well as careful assessment of results after 
action has been taken. Action research traditionally aimed at helping organization 
implementing planned change as well as developing more general knowledge that can 
be applied to other settings also. This model involves eight sequential steps that 
interact and overlap in practice: 1) Problem identification, 2) Consultation with a 
behavioral science expert, 3) Data gathering and preliminary diagnosis, 4) Feedback 
to a key client or group, 5) Joint diagnosis of the problem. 6) Joint action planning, 7) 
Action, and 8) Data gathering after action. 
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 Fig 1.2. Action Research Model 
Source: Cummings and Worley (2005). 
The past few decades have been seen increasingly rapid advances in the field 
of change management and mainly focused on the issues of effective and successful 
implementation of changes (Madeson, Miller, & John, 2005). Indeed, change requires 
proper handling the situation because of human involvement that can develop 
uncertainties and ambiguities due to diverting situation from known to unknown and 
individual difference in their life. Organizational change programs cannot be assumed 
or become automatic but requires proper attention (Smith, 2005). 
 In summary, organizational change should be seen as a dynamic process 
concerned with the management of diversity of approaches to continually changing 
problem contexts. Gluskinos (1987) suggests that management of strategic change in 
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organizations requires diagnosis of three sub systems: The technical, political, culture. 
In his study he demonstrates the impact of introducing common management 
techniques such as M.B.O (Management by Objectives), performance appraisal and 
reward systems on the political and cultural sub- systems of the organizations.  
Work Ability: Concept and Definitions 
The importance attached to ‘work ability’ has been a popular topic since 
1980s. There has been massive change in the form and terms of work during the past 
few decades, most of the work has shifted from physical labor to mental labor. These 
growing technological and social changes in the modern world necessitate the need to 
know the work force, their functional capacities, their attitudes and expertise in order 
to promote the work ability (WA).  Measuring work ability of a population is an 
important aspect from the perspective of its social goals. Because maintaining a good 
work force is challenge to every growing economy. 
Introducing the concept of work ability was not an easy task.  Research on 
work ability is important from the perspective of the individual, work, organization 
and society. Maintaining and promoting work ability is an important organizational 
objective. Earlier the concept of work ability was used to maintain good health, but in 
the last few decades it has been changing and evolving to encompass holistic and 
multidimensional capabilities.  
 As the society has changed from manual to technical world, the definition of 
work ability has also shifted from its solely medical way of thinking to a model of 
balance between the demands of work and resources of the individual, thus making it 
a multi dimensional construct. The concept of work ability is central to many 
sciences, particularly to those sciences which deal with rehabilitation and working 
life. Work ability is of higher relevance to both worker and to her organization. Work 
ability is associated with nearly all factors of work life, whether related to the 
workplace, related to the individual or to the society or family. This versatile 
interconnection of the concept makes it challenging task to define it.  
The concept of work ability was introduced by the Finnish Institute of 
Occupational Health (FIOH) after 11 years of research. Currently, the meaning of 
work ability is revised to include holistic and multidimensional concepts; work 
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abilities are created, promoted and integrated with numerous factors such as health, 
functional capabilities, education and competitiveness, values and attitudes, job 
requirements, work communities, business management and work environment 
(Ilmarinen, 1999). 
It has been said that work ability is the result of interaction between the work 
and the worker. It can also be defined as the balance between the worker’s resources 
and the work demand. According to Illmarinen (1999), work ability constitutes both 
individual and occupational factors that are essential to a person’s ability to cope in 
working life. Work ability expresses the generic evaluation of the productive 
capacities of a worker, the worker’s health and his psychological resources. 
According to the Finnish researchers Ilmarinen and Tuomi (2004), work 
ability may be understood as ‘how good is the worker at present, in the near future, 
and how able is he/she to do his/her work with respect to the work demands, health 
and mental resources’. 
Work ability cannot explain solely by the relationship between individual 
prerequisites and the demands of the work; instead it is a characteristic of a system 
that is formed in each concrete situation by the worker, the work, and the work 
organization (Makitalo & Palonen, 1994). Promoting work ability has, in recent years 
been considered an affirmative means with which to decrease work ability and 
premature retirement (Ilmarinen, 1999). 
According to Ilmarinen (2005), work ability is built on the balance between a 
person’s resources and work demands. The bases for work ability are health and 
functional capacity, but work ability is also determined by professional knowledge 
and competence (skills), values, attitudes, and motivation, and work itself. Several 
studies have already reported that work related risk factors, lifestyle, poor 
musculoskeletal capacity, and age can affect work ability (Alavinia, Van, & Burdorf,  
2007; Ilmarinen, 1997; Pohjonen, 2001; Van den Berg, Elders, de Zwart, & Burdort 
2009). 
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Models of Work Ability 
There are various models which explain the concept of work ability (WA). 
Some of the models are discussed below: 
Balance Model for Work Ability - This model was given by Rohmert and 
Rutenfranz (1983), which is based on stress-strain model. The model includes both 
too little and too much occupational strain and its prevention, because both are 
associated with work, conditions at workplace and the resources available to 
individual. According to this model, occupational stress leads to strain within the 
individual. The level and quality of strain is regulated by the resources available to the 
individual. It is possible to evaluate how well a worker resource respond to the 
demands of work by investigating the degree of strain. 
This model emphasizes the significance of both the differences between 
people in working life and the need to find a balance that safeguards the health of 
people and their coping at work. This is a dynamic model which emphasizes on 
constant search for maintaining balance between people and their working life. When 
there is any imbalance between people and their work then it can easily be depicted 
by some work related diseases and symptoms and an over load of different subjective, 
physiological, psychosomatic or biochemical factors. This model help in predicting 
the work ability of the workers whether it’s going to be hampered or improved. If the 
strain is positive, it helps the person to maintain and develop the resources, but when 
strain is negative then it decreases the work ability and well- being of the person. This 
model suggest how to attain balance between people and their work life, by 
supporting worker’s resources, planning work process and conditions which are 
suitable for workers. 
Multidimensional Work Ability Model: Coping at Work, Control over one’s 
Work and Participation in the Work Community 
This model presents a combination of balance model and the integrated 
concept of work ability. This model was developed by the Rehabilitation Foundation 
in Finland (Jarvikokoski, Harkappa, and Mannila, 2001), and it endeavors to represent 
work ability holistically rather than in terms of different factors that affect work 
ability. 
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The table 1.1 below describes how the multidimensional model works. 
Table 1.1: Multidimensional Work ability model: coping, control, participation. 
Worker  Work Task of the work 
organization and 
functional 
environment 
Physical and mental 
capacity, endurance 
Coping at work Physical and mental 
strain of the work 
process or work 
conditions (re-sources 
and weaknesses) 
Business concept, 
solutions for the 
distribution of work 
tasks, work conditions 
and processes in the 
organization 
Occupational skills 
and competence 
Control over 
one’s work 
Cognitive 
prerequisites and 
skills for the work 
process; possibilities 
to affect work, learn 
from work and 
develop in work 
Occupational roles and 
their cognitive and skill 
prerequisites; equipment; 
personnel’s opportunities 
to influence, learn and 
develop 
General skills in 
work life and social 
skills; skill in 
applying for work; 
interests 
Participation in 
the work 
community 
Prerequisites for 
surviving in the work 
community; 
opportunities to 
participate socially; 
social support; 
diversity of work 
roles 
Organizational values 
and attitudes (e.g., 
acceptance of diversity 
and multiculturalism): 
atmosphere of the work 
community; practices 
concerning recruiting 
and promoting careers 
Source: Jarvikoski (2001). 
 
According to this multidimensional model coping at work, control over one’s 
work and participation in the work community are important dimensions of wok 
ability. This model takes into account the contexts in which decisions concerning 
work, equipment, and the work organization are made.  
The multi dimensional model shows that how these three dimensions (coping, 
control and participation) play a significant role at individual level needed in work 
life. All the three dimensions are constantly interacting with each other in order to 
solve the work and individual level problems. For example, if we take area of control 
over one’s work, if there is any misbalance between a worker’s skills and the norms 
and demands of the work community then it will lead to stress, repeated failure or it 
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may cause frustration and lack of appreciation of one’s work. In long run these 
tension may impose risk to health and personal fitness of workers. 
Many times the conflicts between controlling one’s work and participating in 
the work community are noted only when they manifest themselves as problems with 
coping at work. Thus this situation should be avoided. The multidimensional model 
attempts to emphasize a broad interpretation of coping and surviving at work and take 
into consideration the potentials of the work organization in solving individuals’ 
problem. 
Multidimensional Model of Work Ability proposed by Finnish institute of 
Occupational Health 
This model of work ability was developed by Finnish institute of Occupational Health 
in Helsinki, which was based on several studies and developments projects conducted 
in 1990s on occupational well-being. This model provides a holistic model of work 
ability, which includes the resources of the individual and the factors related to work 
and working and the environment outside of work. These dimensions of work ability 
into an organization can be illustrated by the ‘house of work ability and its floors’ 
(Ilmarinen, 2006). The figure 1.3 given below indicates different floors and the 
surrounding environment that defines the core structure of Work ability. 
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Fig. 1.3: House of work ability and its floors  
 
 
 
 
 
    
 
 
 
 
 
 
 
 
Source: Ilmarinen, 2006. 
The figure indicates that the workers health is the foundation of work ability, 
as it represents the first floor of the house. The first floor comprise of the human 
resources such as health, functional capacity, knowledge and skill, values and 
attitudes. It is believed that if the foundation of house is strong then it will lead to 
stronger work ability throughout the person’s work life. Importance of second floor is 
increasing in current times as there are drastic changes occurring in work life, workers 
need to have professional and social competence to deal with these changes. Third 
floor presents the social and moral values of the worker that motivate them in their 
work life. The fourth floor summarizes all aspects of the work content, which 
consists of the work environment, the content and demands of work, the work 
community and work organization. This floor sets the standard for the other floors. It 
is found that if there is a balance on first floor in proportion with fourth floor then 
work ability will remain good. But if the workers’ resources are not in proportion with 
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the size or functionality of the fourth floor, then the work ability will decrease. Here, 
leadership has a core influential role, but also factors such as possibilities for 
development and influence at work. And this house is closely surrounded by family 
and the close community (relatives, friends) which also have an impact on work 
ability. Equilibrium between work and family life is essential to maintain good work 
ability. The house combines all those features under one roof which are important for 
the maintenance and promotion of work ability. It is necessary that all the four floors 
maintain a balanced relation with each other to promote good wok ability. 
Significance of the Present Study 
The topic of the present study is impact of organizational citizenship behavior 
and organizational change on employees’ work ability. 
This research investigates the three variables, namely, organizational 
citizenship behavior, organizational change and work ability among employees 
working in construction sector companies. The present researcher did not find any 
previous literature which can explicitly prove the relationship between organizational 
citizenship behavior, organizational change and work ability. Thus, this area demands 
to be studied to fill the research gap. This research will give a deeper insight in 
understanding the concept of organizational citizenship behavior, organizational 
change and work ability among employees. The significance of the present study is 
not limited to the measurement of organizational citizenship behavior, organizational 
change and work ability in MNC and public sector employees. It will also examine 
the negative and positive impact of these variables on work ability. 
In addition, the findings of research would help the organization’s 
administration to analyze the strength and weakness of their employees, so that they 
can provide better working conditions, design health programmes and provide 
training sessions to promote good work ability among employees in this changing 
economy. It will help the policy makers to develop new policies and design their 
prevention and intervention programmes accordingly. 
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Research Objectives  
 To examine difference between the mean scores of public sector units and 
multinational companies employee on organizational citizenship behavior and 
its dimensions. 
 To examine difference between the mean scores of public sector units and 
multinational companies employee on organizational change and its dimensions. 
 To examine difference between the mean scores of public sector units and 
multinational companies employee on work ability index. 
 To examine the relationship between organizational citizenship behavior- its 
dimensions and work ability among public sector units and multinational 
companies employee. 
 To examine the relationship between organizational change - its dimensions and 
work ability among public sector units and multinational companies employee. 
 Organizational citizenship behavior and its dimensions will predict work ability 
index among employees (total). 
 Organizational change and its dimensions will predict work ability index among 
employees (total). 
 To examine the main effects and the interaction effects of the demographic 
variables namely, gender (male and female), organization type (MNC and 
Public sector) and age (3 categories) on organizational citizenship behavior. 
 To examine the main effects and the interaction effects of the demographic 
variables namely, gender (male and female), organization type (MNC and 
Public sector) and age (3 categories) on organizational change. 
 To examine the main effects and the interaction effects of the demographic 
variables namely, gender (male and female), organization type (MNC and 
Public sector) and age (3 categories) on work ability index. 
Hypotheses 
 There will be significant difference between the mean scores of public sector 
units and multinational companies employee on organizational citizenship 
behavior and its dimensions. 
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 There will be significant difference between the mean scores of public sector 
units and multinational companies employee on organizational change and its 
dimensions. 
 There will be significant difference between public sector units and 
multinational companies employee on work ability index. 
 There will be relationship between organizational citizenship behavior- its 
dimensions and work ability among public sector units and multinational 
companies employee. 
 There will be relationship between organizational change- its dimensions and 
work ability among public sector units and multinational companies employee. 
 Organizational citizenship behavior and its dimensions will predict work ability 
index among public sector units and multinational companies employee. 
 Organizational change and its dimensions will predict work ability index among 
public sector units and multinational companies employee. 
 There would be main effects and the interaction effects of the demographic 
variables namely, gender (male and female), organization type (MNC and 
Public sector) and age (3 categories) on organizational citizenship behavior. 
 There would be main effects and the interaction effects of the demographic 
variables namely gender (male and female), organization type (MNC and Public 
sector) and age (3 categories) on organizational change. 
 There would be main effects and the interaction effects of the demographic 
variables namely gender (male and female), organization type (MNC and Public 
sector) and age (3 categories) on work ability index. 
Hypothetical Research Model 
Based on in-depth conceptual analysis, the researcher was able to develop a 
research model that illustrates possible relationships between organizational 
citizenship, behavior, organizational change and work ability. The proposed model is 
given in fig 1.4. 
The model attempts to test the hypotheses using correlation, step wise multiple 
regression analysis, and ANOVA. 
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Step wise multiple regression analysis is employed to test the predicting power 
of organizational citizenship behavior (predictor variable) and workability (criterion 
variable), and organizational change (predictor variable) and workability (criterion 
variable). The present research also examine the influence of the demographic 
variables (gender, age, type of organization) on to organizational citizenship behavior, 
organizational change, and work ability index.  
 
 
Fig 1.4. Hypothetical Research Model 
Summary 
 This study is divided into five chapters. Chapter 1 includes background of the 
study, statement of the problem, concept and definitions of the variables, significance 
of the study, research objectives, Hypothesis and hypothetical research model. 
Chapter 2 presents a comprehensive review of the literature related to the constructs: 
organizational citizenship behavior, organizational change and work ability. Chapter 
three presents the research methodology used in the study and description of the 
research design, sample, and tools used, procedure and data analysis. The last chapter 
comprises of four sections: conclusions, limitations, implications and future research 
suggestions. 
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Chapter two 
Review of Literature  
A literature review is essential before conducting any research as it offers a 
comprehensive overview and recapitulation on the given construct from past studies 
to present. Literature review sharpens our research focus, it enables a researcher to 
integrate the past work and sources to his work and also guides to say something new 
about the area being studied. 
This chapter provides the research history of the three variables undertaken in 
the present study: organizational citizenship behavior, organizational change and 
work ability. It deals with the past researches, antecedents, consequences and 
correlated studies relevant to the subject matter of the current research. The literature 
review is presented in four sections with each section presenting the empirical studies 
conducted in abroad and in India. The sections are as follows: studies related to 
organizational citizenship behavior, organizational citizenship behavior and other 
variables, studies related to organizational change, studies related to work ability. 
Organizational Citizenship Behavior (OCB) 
There have been numerous studies conducted in organizational setting since 
the construct of organizational citizenship behavior was first coined by Bateman and 
Organ (1983). 
Various studies have shown that conscientiousness emerged as a significant 
predictor of organizational citizenship behavior; studies show that conscientious 
individuals are more likely to accept responsibility and are careful in their move 
towards life’s assignment. Organ (1994) in a study stated that people who are high on 
conscientiousness are neat, self-disciplined, punctual, careful and reliable- which are 
link to OCBO (Organizational citizenship behavior directed at the organization). 
Konovsky and Organ (1996) examined various predictors of organizational 
citizenship behavior. In their study they found conscientiousness as a significant 
predictor which was positively and significantly related to other dimensions of 
organizational citizenship behavior such as generalized compliance, civic virtue and 
altruism.  
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Allison, Voss, and Dryer (2001) studied 222 undergraduate students enrolled 
in Business education courses. The result of the study revealed that there was a 
positive relationship between academic performance and OCB. 
Ackfeldt and Coote (2005) identified the potential antecedents of 
organizational citizenship behavior in retail setting. A sample of 211 frontline 
employees who worked in retail sector was taken for the study. The finding showed 
that positive relationship exists between job attitude and organizational citizenship 
behavior, but the mediating role of job attitude is not supported by the study. Findings 
also reported that there exists a positive relationship between leadership and Job 
attitudes whereas a negative relationship is shown between; leadership and 
organizational citizenship behavior.  
Krishnan (2010) conducted a study on 125 administrative employees of a 
higher learning institute in Malaysia. The findings of the study showed that 
organizational citizenship behavior was positively correlated with job significance, 
job autonomy and job variety. 
Relationship between OCB and other Organizational Variables 
Researches have shown that there is significant relationship between job 
satisfaction and organizational citizenship behavior (Organ & Konovsky, 1989; Le 
Pine et al., 2002). Job satisfaction as a leading predictor of organizational citizenship 
behavior was found in a number of studies. Murphy (2002) found that there exist a 
strong and positive relationship between job satisfaction and organizational 
citizenship behavior, and opined that employees who are satisfied with their jobs are 
also more likely to engage in organizational citizenship behavior.  
Bolino, Turnley, and Bloodgood (2002) opined that individuals are most likely 
to go beyond their formal job requirements when they are satisfied with their jobs, 
when they are given intrinsically satisfying tasks to complete. Foote and Li (2008) 
also found a significant relationship between organizational citizenship behavior and 
job satisfaction. Wagner and Rush (2000) studied organizational characteristics such 
as job satisfaction, organizational commitment and trust in management among 
employees. They found that these characteristics were positively and significantly 
related to altruistic dimension of OCB, and was truer in case of younger employees. 
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Carmeli (2003) hypothesize that employees with high emotional intelligence 
will engage more in helping behaviors because being in a good mood is reinforcing 
and displaying helping behavior is rewarding. Emotional intelligence enhances 
helping behavior and other citizenship behaviors because it enables employees to 
comprehend their co-workers feelings and to respond better than employees with low 
emotional intelligence (Abraham, 1999). People in good moods are more socially 
interactive. Workers who have positive emotional reactions to their jobs are more 
likely to be engaged in helping behaviors. 
Sharma, Bajpai and Holani (2011) Studied OCB in public and private sector 
and its impact on in public and private sector and its impact on job satisfaction : a 
comparative study in Indian perspective. A total 200 employees comprising of 
managerial and non-managerial staff from both the public and private sector 
organization. They found that employees in public sector organization have greater 
degree of OCB in comparison to private sector and also the job satisfaction increases 
or decreases based on increase or decrease in OCB.  
Kashani (2012) studied the relationship between quality of work life and 
organizational citizenship behavior among 145 employees of an Iranian company. 
The result indicates a positive and meaningful relationship between quality of work 
life and its dimensions with OCB. But on applying one way Variance Analysis test, 
the result showed no meaningful relationship between demographic characteristics 
with quality of work life and organizational citizenship behavior. 
Ahmad, Rasheed, and Jehanzeb (2012) tried to explore the organizational 
citizenship behavior construct and its significance for the organization in present 
scenario particularly in banking sector. Key predictors of organizational citizenship 
behavior were identified through comprehensive literature review whereas qualitative 
research method was used to explore the association between organizational 
citizenship behavior and employee engagement. The findings revealed that there exist 
a substantial relationship between the two variables; it was observed that more 
dynamically an employee is engaged in his work the more chances of showing OCB 
and ultimately it will lead to effective performance. 
Gupta (2012) examined the role of emotional intelligence in employees’ 
organizational citizenship behavior. A sample of 185 employees from six 
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organizations was drawn for the study. The result of the study indicated a significant 
difference between the employees with low and high emotional intelligence for the 
involvement in organizational citizenship behaviors. It was found that employees with 
high emotional intelligence were more involved in organizational citizenship 
behaviors such as individual initiative, personal industry and loyal boosterism. But the 
result did not show any difference between high and low emotional intelligence on 
interpersonal helping behavior.  
Lian (2012) tried to explore the relationship between organizational justice, 
job satisfaction and OCB. A total of 267 employees of manufacturing sector were 
taken as the sample for the study. The result revealed that interpersonal justice tended 
to be the strongest predictor of organizational citizenship behavior. Interpersonal 
justice was significantly correlated with courtesy, altruism and conscientiousness. 
Whereas job satisfaction shows significant relationship with all dimensions of 
organizational citizenship behavior except sportsmanship, which correlates positively 
with age. Job satisfaction seems to have a stronger influence on OCB. 
Ariani (2013) tested the relationship between employee engagement, 
organizational citizenship behavior, and counterproductive work behavior (CWB). 
The questionnaire was administered on 507 employee of service industry Indonesia, 
out of which 276 were female and 231 were male. Findings of the study revealed a 
significant positive relationship between employee engagement and organizational 
citizenship behavior and a significant negative relationship between employee 
engagement and CWB and between OCB and CWB. The result of the study also 
indicates that there was no significant difference employee engagement of male and 
female employees. This result showed that there was difference in the mean score of 
male and female employee on organizational citizenship behavior and CWB. 
OCB and Commitment  
Jamali, Zahir, and Salehi (2009) studied the relationship between job factors 
(like job satisfaction, job burnout) and organizational factors (organizational climate, 
organizational commitment) with organizational citizenship behavior. Sample of 3100 
faculty members of Islamic Azad University were taken for the study. Result of the 
study showed that job satisfaction and organizational commitment has a positive 
impact on organizational citizenship behavior while organizational climate and job 
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burnout had negative effect on organizational citizenship behavior. From the 
dimensions of organizational commitment only normative commitment emerged as 
strong positive predictor of organizational citizenship behavior. In case of 
organizational climate, only managers’ supportive behavior predicted organizational 
citizenship behavior in positive direction. 
Ucanok and Karabati (2013) conducted a cross sectional survey on 277 
employees working for small and medium enterprises (SMEs) in Turkey. They aimed 
to find out the effect of organizational commitment, work centrality and values on 
organizational citizenship behavior in small and medium sized enterprises. Result of 
the study predicted that normative and affective commitment and work centrality 
increases organizational citizenship behavior in workers. Affective and normative 
commitment emerged as a strong predictor of organizational citizenship behaviors. 
Sportsmanship showed strongest correlation with work centrality, which emphasized 
that employees who regard work as central in their lives are most inclined to abstain 
themselves from negative behavior towards their organization. 
Kim and Chang (2014) investigated the impact of occupational and 
organizational commitment on organizational citizenship behavior and turnover 
intention of employees. Two hundred nine (209) employees working in different 
Korean firm participated in the study. Result of the study revealed that organizational 
commitment had a positive impact on OCB whereas occupational commitment did 
not show any noticeable impact on OCB. But when overall interactional effect of 
organizational commitment and occupational commitment was measured then it 
showed a certain level of interaction effect with organizational citizenship behavior as 
well as with turnover intention.   
Burn Out and Organizational Citizenship Behavior 
Cropanzano, Rupp, and Byrne (2003) conducted a study to find out the 
relationship between burnout and organizational citizenship behavior, the findings 
revealed a mixed result. The main focus of this study was on measurement of OCBO 
(organizational citizenship behavior towards organization) and OCBS (organizational 
citizenship behavior towards supervisor). Results indicated that emotional exhaustion 
has negative but significant impact on OCBO but it does not have any effect on 
OCBS.  
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Emmerik, Jawahar, and Stone (2005) examined the association among 
altruism, burnout dimensions and organizational citizenship behavior. Questionnaire 
was distributed to 178 employees. Findings revealed that only reduced personal 
accomplishment (dimension of burnout) was negatively associated with engagement 
in organizational citizenship behavior. Whereas altruism was positively associated to 
organizational citizenship behavior. 
Chui and Tsai (2006) investigated the relationship between job burnout, job 
involvement and organizational citizenship behavior. The findings of the study 
revealed that organizational citizenship behavior was negatively related to both 
emotional exhaustion and reduced personal accomplishment, whereas 
depersonalization had no independent effect on organizational citizenship behavior. 
Schepman and Zarate (2008) conducted a study to investigate the relationship 
between burnout, negative affectivity and organizational citizenship behavior among 
human services employees. Result revealed that there was a significant positive 
relationship between the main variables of burnout negative affectivity and 
organizational citizenship behavior with their components. But there was significant 
negative relationship between organizational citizenship behavior and burnout, 
organizational citizenship behavior and negative affectivity.   
Du Plooy and Roodt (2010) conducted a study to determine predictors of 
turnover intention. The data from 2429 employees of South African Information and 
Communication technologies (ICT) was collected. The result showed that 
organizational citizenship behavior and work engagement was significantly negatively 
related to turnover intention. And the employees who experienced high level of 
burnout showed low level of organizational citizenship behavior. 
Sesen, Cetin, and Basim (2011) conducted a study on 257 nurses working in 
university hospitals to find out the effect of job burnout on organizational citizenship 
behavior and mediating role of job satisfaction. Regression analyses indicated that 
only reduced personal accomplishment (dimension of burnout) has impact on OCB-O 
(organizational citizenship behavior towards organization), whereas depersonalization 
and emotional exhaustion has no impact. Further mediation analysis showed that job 
satisfaction acted as a mediator between reduced personal accomplishment and OCB-
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O. But job satisfaction did not act as a mediator for the dimensions of burnout and 
OCB-I (organizational citizenship behavior towards individual). 
Like other studies Talachi and Gorji (2013) also found negative relationship 
between organizational citizenship behavior and job burnout. They studied 120 
employees working in mine and trade organization of Iran. From the dimensions of 
burnout, emotional exhaustion and reduced personal accomplishment predicted 
organizational citizenship behavior and job satisfaction in a negative way. 
OCB and Organizational Justice 
There are numerous studies demonstrating the positive relation of 
organizational justice with organizational citizenship behavior, job satisfaction and 
commitment. Justice theories advocate that employees perceive their organization to 
be fair and unjust, and then they make more efforts to bring improvement in their 
organization. There are mainly three types of organizational justice: procedural 
justice, distributive justice and interactional justice. 
Bhal (2006) has highlighted the role of interactional and procedural justice in 
promoting employees organizational citizenship behavior. Yilmaz and Tas-dan (2009) 
have found moderate positive relationship between organizational citizenship 
behavior and organizational justice. They found that organizational citizenship 
behavior perception did not vary on the basis of seniority, gender and field of study. 
Perception of organizational justice varied on seniority, but it did not have difference 
in gender and field of study. 
Goudarzvandchegini, Gilaninia, and Abdesonboli (2013) conducted study on 
341 employees working in public hospital of Iran. The result shows a positive 
correlation between organizational citizenship behavior and dimensions of 
organizational justice. With the increase in perception of distributive justice, 
interpersonal and procedural justice there will be increase in OCB. 
Damirchi, Talatapeh, and Darban (2013) conducted a survey on 89 Agro- 
industry workers. They investigated the relationship between OCB and organizational 
justice perception among employees of Agro- Industry. Findings of the study revealed 
that organizational justice along with all its dimensions (interpersonal, distributive 
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and procedural justice) has a significant positive relationship with organizational 
citizenship behavior. 
OCB and Turnover 
Literature review provides details about various other factors which contribute 
to organizational effectiveness as a result of OCB. Organizational citizenship 
behavior brings cohesion and cooperation among employees. Researches have proved 
that with the increase in the level of organizational citizenship behavior employee’s 
intention to leave the organization diminishes (Richardson & Vandenberg, 2005; Sun, 
Aryee, & Law, 2007). 
Wayen, Shore, and Liden (1997) demonstrated that social exchange 
relationships mediate between enhanced levels of organizational citizenship behavior 
and weaker turnover intention. Chen, Hui, and Sego (1998) examined the relationship 
between organizational citizenship behavior and job turnover. They reported that 
those departments of the organization, whose employees showed higher rates of 
organizational citizenship behavior, have lower level of job turnover than those 
departments with low rate of organizational citizenship behavior. Organizational 
citizenship behavior contributes to the group cohesiveness and prevents employee 
withdrawal, disengagement and job turnover.  
  Coyne and Ong (2007) conducted a cross-cultural study to examine the 
relationship between organizational citizenship behavior and turnover intention 
among 162 production workers, working in the same organization but in different 
country setups (Malaysia, England and Germany). A difference in OCB among three 
cultures was measured, Malaysian employees scored higher than the two samples. 
Result also indicated that OCB is significantly related to turnover intention in all 
samples. Whereas sportsmanship dimension of OCB emerged as a strong predictor of 
turnover across cultures.  
 Garma, Bove, and Bratton (2008) have indicated in their study that 
organizational citizenship behavior results in lower intention to leave the 
organization, thus maintaining lower turnover among employees. 
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Podsakoff, Whiting, and Blume (2009) reviewed the organizational level 
consequences of organizational citizenship behavior and found that it was positively 
related to organizational productivity, unit level turnover and reduced costs. 
Organizational Change  
This section provides an overview of the research conducted in the area of 
organizational change in recent times. The focus is on presenting studies that have 
researched the human factors influencing change such as change readiness and 
resistance, the change implementation process, and the influence of organizational 
culture on the change implementation. 
Likert (1961) has pointed out that supportive environment is much more 
conducive to change because employees working in such organizations believe that 
their personal worth and importance are maintained. 
Kumar and Dwivedi (1988) investigated the effect of organizational climate 
on attitude toward change. Results show that the organizational climate was 
significant predictor of acceptance of change. 
Edwards and Kleiner (1988) have concluded that the strategy for carrying out 
change depends on the type of corporate culture that exists within the organization, 
the stage in the organizations development, and the type of change desired. 
Mckinlay and Starkey (1988) examined the importance of work organization 
in terms of the impetus, dynamics, and impact of pervasive change process in 
securing competitive advantages in uncertain market environments, using three 
contrasting organizations. An international competition, especially the decline and 
fragmentation of previously stable mass markets, has been the prime mover of 
contemporary organizational innovations. It is concluded that significant business 
turnarounds were achieved by 3 companies because strategic choice, work 
organization, company culture and organizational realignment were conceived of and 
operationalized as complimentary elements of their competitive strategy.  
Ashford, Lee and Bobko (1989) stated that when an organization is 
experiencing organizational change, such as re-structuring, downsizing, or merging, it 
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will cause employees the feeling of anxiety, stress, and insecurity, and resulting 
impact on employees’ productivity, satisfaction, and commitment towards the 
organization.  
Covin and Kilmann (1990) studied the ultimate success of large scale change 
programmes. Content analysis revealed that positive impact issues included visible 
management support and commitment, employee participation and communication. 
Negative impact issues included inconsistency among key managers, managers 
forcing changes and poor communication. 
Cartwright and Cooper (1992) conducted a survey on 600 managers and 
employees to examine the loyalty and affective commitment after the company has 
merged with other company. Result of the study indicated that employees showed 
decreased loyalty. Employees also complained that their organization did not honor 
their hopes. Therefore, the employees no longer maintained their identification with 
their organization. 
Collins, Hatcher, and Ross (1993) found that participation, identity, co-
operation and expected plan support were significant for organizational change among 
union based organization. 
Glick (1995) argued that the more infrequently change occurs the more likely 
it is to be perceived as a discrete event and employees will be able to identify a clear 
beginning and end point of change. In contrast, when changes are frequent, 
organizational members are less likely to perceive change as a discrete event and are 
likely to feel that change is highly unpredictable. When change occurs very 
frequently, individuals are likely to feel fatigued by change and experience an 
increase in anxiety due to the unpredictability of change in that setting. 
Covin (1996) in their study tried to examine employees’ satisfaction with an 
acquisition (company) and its impact on job satisfaction, communication, satisfaction 
with pay, team work and organizational effectiveness. Result of the study indicated 
that the target company employees experienced significantly higher level of 
dissatisfaction due to merger as compared to acquiring company. 
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Armenakis and Fredenberger (1997) conducted a study on “organizational 
change readiness practice of business turnaround change agents” wherein they 
investigated 145 business turnaround agents to determine (a) the period of time 
expected to improve the performance of failing companies; (b) the extent of fear of 
job loss and resistance to change by managers in these companies; and (c) the 
readiness practices employed in preparing managers for organizational changes. Data 
was collected through questionnaire containing items from change literature and 
corporate turnarounds. The results indicated that 91 % of the change agents reported 
that managers were fearful of losing their job and about two thirds indicated target 
group resisted organizational change. Their research suggests that change creates 
uncertainty, and the general reaction of the people is to react cautiously, translated as 
resistance. This attitude must be dealt directly by convincing the target group 
members, that changes are necessary and getting their heart and soul involved in the 
change initiative to make it successful. 
Woodward et al. (1999) examined the impact of rapid work changes on the 
psychological well being of hospital employees going through re-engineering and also 
inspected the predictor of psychological distress. They conducted a longitudinal 
survey in 1995 and then in 1997. Result showed a significant increase in 
psychological distress over the period of time. Employees showed a significant 
increase in depression, emotional exhaustion, anxiety, and job security. 
Singh and Ray (2000) studied the impact of downsizing on the surviving 
employees in India. Questionnaires were used for the data collection and a total of 
150 responses were obtained from production employees of five organizations, two 
from the public sector and three from the private sector. The respondents included 
workers, supervisors as well as representatives of management in the age group of 30 
to 45 years. The questionnaire measured the impact of downsizing on the survivors in 
terms of elation with co-workers, motivation, job security and relation with superiors. 
They found that job security decreased for the majority of survivors, motivation 
increased or largely remained the same, relations with supervisors increased or 
remained the same, and relation with co-workers deteriorated for a majority of the 
survivors.   
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Kivimaki, Vahtera, Pentti, and Ferrie (2000) tried to explore the underlying 
mechanism between organizational downsizing and deterioration of health of 
employees. They conducted a longitudinal study on 764 municipal employees who 
remained in job after the downsizing also. Mean length of the follow up 4.9 years. 
Result of the study revealed that downsizing was associated with negative changes in 
work, increased smoking rate and impaired support from spouse. Sickness absence 
rate from all causes after major downsizing was 2.17 times higher as compared to 
earlier records. Research clearly indicates that downsizing results in changes in social 
relationship, work and health related behavior.  
Bate (2003) conducted a two year long ethnographic study, of a large scale 
change programme within hospitals in UK where they struggled to transform 
themselves from a rigid hierarchy to a more flexible community. The programme was 
envisaged as going beyond the structures, systems and processes to “create a new 
culture for the hospital”.  
Griffin (2004) conducted a study to explore whether organizational change 
had differential effects on perceptions of group leadership and group morale, 
depending on the source of the change activity. The sources of change were leaders 
outside the work group, leaders within the work group, and employees within the 
work group. Data on work group leadership and morale was collected in two waves of 
an employee survey, and data on change activities were collected in the second wave 
of the survey. When leaders outside of a work group initiated change, employees 
reported more negative perceptions of their work group leader. However, when the 
work group leader initiated change, perceptions of that leader tended to be more 
positive. Finally, change activities initiated by group members did not influence 
perceptions of work group leadership, but were associated with improved work group 
morale. 
Vakola and Nikolaou (2005) conducted a study to explore the linkage between 
employees’ attitudes towards organizational change and two of the most significant 
constructs in organizational behavior; occupational stress and organizational 
commitment. A total of 292 participants were used. The results showed negative 
correlations between occupational stressors and attitudes to change, indicating that 
highly stressed individuals demonstrate decreased commitment and increased 
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reluctant to accept organizational change interventions. The most significant impact 
on attitudes to change was coming from bad work relationships emphasizing the 
importance of occupational stressor on employees’ attitudes towards change. The 
results did not support the role of organizational commitment as a moderator in the 
relationship between occupational stress and attitudes to change. 
Kiefer (2005) studied antecedents and consequences of negative emotions in 
ongoing change. Three main antecedents to negative emotions in ongoing change are 
proposed: perceptions of inadequate working conditions, perceptions of inadequate 
treatment. Two outcome variables are identified: trust in the organization and 
withdrawal from the organization. The model is tested with cross-sectional and follow 
up data from a field study. Regression and path analysis revealed that: (a) Ongoing 
changes are associated with negative emotions (b) This relationship between ongoing 
changes and emotions is mediated by the three proposed antecedents; and (c) negative 
emotions predict employee lack of trust and employee withdrawal, both immediately 
and one month later. 
Schraeder, Swamidass, and Morrison. (2006) examined employee 
involvement, attitudes and employee reactions to specific technological changes and 
the job related attitudes of these employees. Results of this longitudinal study indicate 
that individuals involved in making decisions related to the technology changes 
reacted more positively to the changes than individuals with low level of involvement. 
Further, the results indicate that individuals with higher pre-change levels of role 
ambiguity reacted more negatively to the technology changes.  
Osman (2006) investigated the human resource development practices of 
organization in Singapore, where companies are continuously responding to rapid 
technological changes in order to remain competitive. The result show similar pattern 
of responses across business sector; however some differences were found in the 
transport and communications sector. On the job training was reported as the most 
frequently used training method to address organizational change needs. 
Fedor, Caldwell, and Herold (2006) investigated how organizational changes 
in 32 different organizations (public and private) affected individual’s commitment to 
specific changes and their broader commitment to the organization. The results 
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indicate that both type of commitment may be best understood in terms of a 3-way 
interaction between the overall favorableness (positive/negative) of the change for the 
work unit members, the extent of the change in the work unit, and the impact of the 
change process was found to interact with the effects of work unit change on 
organizational commitment. 
Rafferty and Griffin (2006) conducted a study on perceptions of organizational 
change: A stress coping perspective. The authors identified three distinct change 
characteristics: the frequency, impact and planning of change. Lazarus and Folkman’s 
(1984) cognitive phenomenological model of stress and coping was used to propose 
ways that these change characteristics influence individuals’ appraisal of the 
uncertainty associated with change, and, ultimately, job satisfaction and turnover 
intentions. Results of a repeated cross-sectional study indicated that while the three 
change perceptions were moderately to strongly inter-correlated, the change 
perceptions displayed differential relationships with outcomes. They found that when 
changes in organization occur more frequently then employees perceive change as 
unpredictable and experience anxiety also. Findings also show that the planning of 
change was indirectly positively related to job satisfaction and indirectly negatively 
related to turnover intentions.  
Bouckenooghe and Devos (2007) conducted a study and found that 
participants in the low trust and poor history of change condition reported 
significantly lower openness to change than individuals in any of the other conditions. 
It is believed that if an employee had negative experiences with organizational change 
processes then the employee will be less positive and less motivated for a change in 
future. 
Smith (2008) studied the impact of structural change (structural 
empowerment) on project managers organizational commitment. The sample consists 
of 79 project managers. Findings of the study indicated that empowered project 
managers exhibit a strong commitment to organization. 
Woods (2009) studied organization change: its impact on identity, 
commitment, inter-organizational perceptions and behavior. A mixed-method study 
was designed to measure the effect of organizational changes in professional military 
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education had on identity, commitment, inter-organizational perceptions and behavior 
of the resident students. The study found that while changes in identity and inter-
organizational perceptions were malleable, changes in commitment were more stable 
and less adaptable in response to organizational change. 
Visagie and Steyn (2011) studied the relationship between organizational 
commitment and responses to planned change among 113 employees. Data was 
collected through electronic survey. The result indicated that normative and affective 
commitment are positively associated with change readiness, personal and 
organizational valence, change readiness, organizational valence and personal valence 
are in turn positively related to employee perception of change communication and 
training. 
Smissen, Schalk, and Freese (2013) conducted a study to examine the impact 
of organizational change on psychological contract. The influence of frequency of 
change, type of change, former change experience and impact of change on 
fulfillment of psychological contract is measured. They also examined the employee’s 
attitude towards change. The findings revealed that impact of change, type of change 
and former change experience influences employees attitude towards change. 
Whereas for fulfillment of psychological contract only frequency of change, former 
experience and attitude towards change had an impact. 
Work Ability  
Van den Berg, Eldes, de Zwart and Burdort (2009) conducted a study “The 
effects of work related and individual factors on the Work Ability Index: A systematic 
review” and found that factors associated with poor work ability were lack of leisure-
time vigorous physical activity, poor musculoskeletal capacity, older age, obesity, 
high mental work demands, lack of autonomy, poor physical work environment etc.  
There were large number of studies that related work ability with gender 
differences. But these studies revealed a ambiguous results. Ilmarinen and Toumi 
(1992) found that the women younger than 55 years of age were at higher risk of 
showing low work ability as compared to men of same age. But in case of older 
women, the risk was low for showing poor work ability. Another study conducted by 
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Costa and Sartori (2007) revealed that women were more likely to report poor to 
moderate work ability than their male counterparts. Whereas Van den Berg et al. 
(2009) conducted two studies to examine the gender difference on work ability. The 
findings of the study indicate no difference in the work ability of men and women.  
Tuomi (2001) conducted a study on Promotion of work ability, the quality of 
work and retirement among 1101 ageing workers and found that good work ability 
was linked with a high quality of work and the enjoyment of staying in one’s job. It 
also predicted active and meaningful retirement.  
In addition, Pohjonen (2001) found in his study that there is age related 
decline in the work ability in a group of home care workers at 35 years but the second 
larger decline in work ability occurred at 55 years of age in these workers. In another 
cross-sectional study, Pohjonen (2001) showed that home care workers likely to 
report lower work ability if they perceived that their supervisors did not have a good 
attitude towards their employees and were unhelpful and non-supportive.  
Pranjic, Bilic, Beganlic, and Mustajbegovic (2006) studied mobbing, stress, 
and work ability index among physicians in Bosnia and Herzegovina. 511 physicians 
working in national health sector were surveyed using a self reported questionnaire to 
find out the relationship between mobbing and work ability. Results revealed that 
76% of the sample self reported mobbing behavior whereas 26% was exposed to 
persistent mobbing. It was found that threat to professional status were predictors for 
mental health symptoms. Persistent mobbing experience was a significant predictor 
for sick leave. This mental health disturbance hampered the work ability of the 
physicians. All physician with poor work ability index reported mobbing.   
Alavinia, Van Duivenhooden, and Burdorf (2007) conducted a study to 
evaluate the association of the individual characteristic, life style, health problems, 
and work-related factors with work ability among Dutch construction workers. 19,507 
Dutch construction workers were taken as the sample for study. Multiple linear 
models were used to determine the influence of different determinants on work 
ability. Physical work load and psychosocial factors at work together explained 22% 
variability in work ability. Awkward back posture, static work postures, repetitive 
movements, and lack of support at work had the highest influence on work ability. 
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Palermo, Wbber, Smith, and Khor (2009) tried to identify the main factors that 
predicted work ability among 109 Australian public sector organization workers. No 
significance difference was found between work ability and health scores of younger 
and older employees. Further regression analyses revealed that good physical and 
mental health, low occupational stress related to organizational culture were the 
significant predictors of work ability among workers of both age groups. It was also 
suggested in the result that occupational stress is likely to decrease with high work 
ability and high value congruence and high job satisfaction. 
Monteiro, Tuomi, Ilmarien, Seitsamo, Tuominen and Rodrigues (2009) tried 
to evaluate the work ability, work characteristic and life style among wholesale fruits 
and vegetable sellers in Brazil. The sample for the study consisted of 1,006 young and 
old workers. Result revealed that young women had poor WA in comparison to young 
men. A positive correlation was found between work breaks and WA among 
employees. Whereas in the lifestyle model physical activities, leisure time and 
sleeping well were found to be correlated with work ability. The study signify that 
work place conditions are important factor in maintaining work ability, and should be  
considered while planning workplace health promotion program me. 
Vedovato and Monteiro (2009) conducted a cross-sectional study to assess the 
work ability of school teachers and its relation to working condition, individual 
characteristics and health. A sample of 258 teachers from nine public schools was 
taken for the study. The result indicated that gender (female), bad sleep at night, 
health status and total working time as a teacher were the correlate of moderate or 
poor work ability among Brazilian teachers. The result emphasizes the need for 
improvement in the working conditions of teachers to enhance their work ability. 
Costa, Puga, and Nunes (2011) examined the work ability in a group of aged 
computer workers. Fifty computer technicians working in offices were taken as study 
sample. The study confirmed the decrease in work ability of workers while aging. 
Thus they concluded that assessment of work ability is fundamental to make age- 
friendly work places. This result can help in early identification of situations where 
employees are struggling with their work ability, so that ergonomic interventions can 
be designed to improve the working condition. 
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Kaewboonchoo, Saleekul, and Usathaporn (2011) studied the factors related to 
work ability among Thai workers. The subject consisted of 845 males and 1,163 
females. Result indicates that factors related to work ability were mental health, 
depression, social support at work and age. It also suggests that work ability of 
females decreased with increasing age for those over age 45 years. On the basis of 
result it was recommended that job stress reduction programs should be implemented 
in small and medium size enterprise (SME) to improve their work ability. 
Bostrom, Sluiter, and Hagberg (2012) investigated the changes in work 
situation and WA among young male and female workers in Sweden. The sample for 
the study consisted of 593 men and 718 women aged 21-25 years. Results indicated 
that decreased job control and increased negative influence of job demands on private 
life were most important factors associated with reduced work ability among male and 
female workers. Further analyses revealed that increased social support at work was 
positively related to improved work ability among female workers. Whereas in male 
group increased job control and decreased negative influence of job demands on 
private life were linked with improved work ability. 
Kokkinen and Konu (2012) tried to examine the connection between work 
ability and organizational changes. For the study, a sample of 2429 employees 
working in Finnish social service and health care industry were taken. It was found 
that those employees who encountered organizational changes believed that their 
work ability had decreased in comparison to those employees who did not experience 
organizational change. Result also indicated that employees who were involved in the 
change process did not report low work ability whereas those who felt that they did 
not have the chance to get involved in change process experienced low work ability. 
So it was postulated that it is important to involve employees in the process of change 
and they should be made aware why these changes are being done. 
Fassi (2013) conducted a study on 12389 numbers of employees aged between 
40-65 years. Result of the study showed that age, decline in health status, disease, and 
overweight, holding a most physical job and working in a large scale firm increase the 
possibility of moderate and poor work ability. Whereas a work involving mental 
activity had a positive impact on work ability of employees. 
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Galatsch, Li, Derycke, Muller, and Hasselhorn (2013) conducted a 
longitudinal study on 11,102 nurses from Belgium, Germany, Finland, Italy, and 
France. They tried to investigate the effects of requested, forced and denied shift 
schedule change on work ability and health of nurses. Result indicated that those 
nurses who wanted to, but could not change their shifts in 12 months duration showed 
low scores for work ability. But when the changes in work schedule was done in line 
with the nurses’ wishes then they showed improved work ability. Whereas when there 
was a forced change of work shift against the nurses will, then there was a significant 
decrease in work ability and health of the nurses. 
Hedenru, Love, Nyman, and Hensing (2014) tried to analyze the relationship 
between frequent headaches and mental and physical work ability among 2590 
Sweden population. Regression analyses result showed that frequent headache 
sufferers have poor physical and mental work ability in comparison to those having 
infrequent headache. 
Chung, Park, Cho, Park, Kim, Yang, and Yang (2015) studied the relationship 
between age, work experience, cognition and work ability in older employees 
working in heavy industries. Sample for the study comprised of 100 employees over 
55 years old working in heavy industry. Correlation analysis revealed that there was a 
significant positive relationship between work ability and cognitive function. This 
study revealed that workability in older employees increases not with the number of 
years but with the enhancement of cognitive ability.  The study also revealed that 
there was no significant correlation between workability and age or number of years 
of services.    
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Chapter Three 
Methodology 
 
This chapter deals with the general plan of the research work to be done. It 
deals with the research methodology employed to answer the research hypotheses in 
order to acquire the valued information. This chapter includes research design, 
selection of sample, instruments, mode of data collection and the statistical treatment 
of the data. 
  The main function of a research design is to ensure that the evidence obtained 
enables the researcher to answer the initial questions as explicitly as possible. For a 
successful research, formulating a good research design is of prime importance. A 
good research design minimizes the chance of drawing incorrect inferences from the 
data. 
The extensive review of literature on the various concepts of organizational 
citizenship behavior, organizational change and work ability index and the recent 
research developments in the field of organizational behavior provided the base to 
examine the role of OCB, organizational change on work ability of employees 
working in Indian organizations. Looking at the literature review and the introduction 
to test the proposed hypotheses the present study anticipated to use the following 
method to the validity of the hypotheses and also make an effort to discover the 
relevance of work ability and appreciating it in relation to other research variables. 
After examining the available researches and selecting appropriate tools for data 
collection the research proposed to use the descriptive research of quantitative 
method. The methodology was employed to answer the research questions raised in 
the present study. Researchers use the quantitative research method when the purpose 
of the research is to obtain primary data, that is, data gathered and assembled 
particularly for the study, in contrast to secondary data (Babbie, 2012). Data for the 
present study was collected through questionnaire. Benefits of using a questionnaire 
include receiving information quickly, lack of interviewer bias, economy, and 
anonymity of the respondents (Babbie, 2012). 
 
53 
Research Design 
Research design is a plan that specifies the sources and types of information 
relevant to the research problem. Research design stands for advance planning of the 
methods to be implemented for collecting the relevant data and the techniques to be 
used in data analysis, keeping in view the objective of research and the availability of 
sample, time and money. Thus, a comprehensive definition of research design is 
really a requirement for a successful study. 
In order to answer the research question, quantitative approach was used. 
Researchers use the quantitative research method when the purpose of the research is 
to obtain primary data. The current research used correlation design, as this method 
allows assessment of relationships between two or more variables in this study. 
Further step wise multiple regression was applied to see the influence of predictor 
variables. 
  For demographic variables (Age, Gender and Organization type) analysis of 
variance (three way ANOVA or factorial ANOVA) in 2× 2 × 3 factorial design was 
used. 
Sample 
Proper sampling technique helps a researcher to get a good sample for his 
research. Thus, selecting a true representative from a given population is not an easy 
task. This process of selecting sample from a target population is termed as sampling. 
Ideally a sample size must be selected to achieve probably the most desirable balance 
between the chance of making errors, the cost of such errors, and the cost of sampling 
(Tashakkkkori & Teddlie, 2003). It is not possible for the researcher to reach the 
entire population, so an appropriate sample is drawn from the population to make the 
results reliable and valid. 
Selecting a sample from the population has some advantages and 
disadvantages. The advantages included time saving, saving human and financial 
resources whereas disadvantages is that you do not find out the information about the 
population’s characteristics of interest to you but only estimate or predict them. Hence 
the possibility of an error in estimation exists. Thus sampling is a trade –off between 
certain gains and losses. Once the sample size has been determined, researcher finds 
out the sampling strategies that can be used in his research. 
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There are two types of sampling strategies: 
1) Probability / Random sampling: Simple random sampling, Stratified random 
sampling, Cluster sampling. 
2) Non- Probability / Non- Random sampling: Quota, Accidental, Judgmental or 
purposive and Snowball sampling. 
Random sampling techniques give the most reliable representation of the 
whole population as each element in the population has an equal and independent 
chance of selection, whereas non - probability sampling rely on the  judgment or 
convenience of the researcher or on accident.  Non probability sampling designs are 
used when the number of elements in a population is either unknown or cannot be 
individually identified. 
Keeping in view the aims and objectives of the research, purposive sampling 
was used for the research. As the present research was focused on employees working 
in construction sector organization (Public and Private), it would not have been 
possible to reach each and every employee of the selected organization. Thus keeping 
in view the availability of the sample, time and financial constrains, it was decided to 
opt the non - probability sampling. 
According to Green (1991) when using multiple regressions for data analysis 
of sample, then following formula should be applied 30+ 8K. In this formula, K is the 
number of variables used in study. Therefore, with three variables (two criterion and 
one predictor variable), this research needs a sample of 30 + 8(3) = 54. Green (1991) 
also suggested that a minimum sample size for analyzing a research objective is 104 + 
K. therefore, based on this formula; this study needs a sample of 104 + 3= 107. In 
addition, Israel (1992) suggested that sample size from 200 to 500 is appropriate for 
multiple regressions. So based on these formulae the present research sample was 
decided to be 250 respondents.  
The sample for the present study comprised of 250 employees working in 
different multinational and government sector organization. The data was collected 
from different construction companies situated in Delhi and NCR. The companies 
selected for the purpose of data collection were grouped into two categories: 
Government sector and multinational companies.  
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The companies included in Government sector are DDA (Delhi Development 
Authority) and NBCC (National Buildings Construction Corporation Limited). They 
mainly deal in real estate development, planning, building greener Delhi (like parks, 
city forests, sport complex), developing commercial facilities, hospitals, bridge in 
government undertakings. 
Under multinational category two companies were included in the study 
namely: Tata Consultancy Engineers Limited and HOLTEC Consulting Private 
Limited.  These companies provide professionally sound technical engineering 
solutions. They deal in urban development and planning, buildings, manufacturing 
facilities, construction of highways and bridges, metro, marine ports and harbors. 
Table 3.1: Sample distribution of the participants (N = 250)  
Gender N (%) Age                      
(in years) 
N (%) Organization N (%) 
Male  76.4% 20-35 42.4% MNC 47.6% 
Female 23.6% 36-50 34.4% Public sector 52.4% 
  51-65 23.2%   
  
Of the sample comprising the study group, 76.4% were male and 23.6 % were 
female employees. The age range of the respondents was from 20 to 65 years (Mean 
age = 39.82, SD= 10.132). The sample was further divided into different age category, 
in which 42.4% belonged to age category 20-35, 34.4% belonged to age category 36-
50 % and 23.2 % belonged to age category 51-65 years. The sample was further 
divided on the basis of organization type i.e. multinational companies and Public 
sector. The sample distribution shows that 47.6 % employees belong to MNC and 
52.4 % employees belonged to Public sector. 
Tools 
Organizational Citizenship Behavior Scale 
The organizational citizenship behavior scale developed by Podsakoff, 
Mackenzie, Moorman and fetter in 1990 was used in the present study. The 
organizational citizenship behavior scale consisted of 24 items. This scale mainly 
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focused on extra-role behaviors of individuals that are not included in the job profile 
and are not regarded as part of the job. These types of behavior are considered as 
discretionary in nature and individuals engage in extra role behaviors on their own 
will. This scale has five dimensions i.e. Altruism, Conscientiousness, Sportsmanship, 
Courtesy and Civic virtue proposed by Organ (1988). 
 Altruism: Altruism includes discretionary behavior or helping a colleague with 
a work that is important from organization point of view. For example, helping 
a new entrant in organization or freely giving time to other employees. 
 Conscientiousness: It indicates those behaviors when an employee goes 
beyond the minimum role required for the organization. For example, 
proficient use of time and going beyond minimum expectations. 
 Sportsmanship: Sportsmanship includes tolerating less than an ideal 
circumstance without complaining about the circumstances without 
complaining about the circumstances for example avoids complaining. 
 Courtesy: when an employee tries to prevent problem from occurring that are 
work related with colleagues is termed as courteous behavior. For example, 
giving prior notices, reminders and communicating proper information. 
 Civic virtue: It includes responsible involvement of an individual in the 
organizational matters e.g. serving voluntarily or attending functions. 
This scale is based on seven point likert rating. The responses range from 1 to 
7 i.e. from strongly disagree to strongly agree, the one being the lowest score 
(strongly disagree) and seven (strongly agree) being the highest score. High score 
represents high organizational citizenship behavior. This 24 item scale is divided into 
five dimensions, out of which all scales have five items except civic virtue which has 
four items. All five items of sportsmanship are reverse coded (item no. 2, 4, 7, 16, 
19). Rest of the items of altruism (item no 01, 10, 13, 15, 23), conscientiousness (item 
no.03, 18, 21, 22, 24), civic virtue (item no. 06, 9, 11, 12) and courtesy (item no. 5, 8, 
14, 17, 20) are positively coded. The scores are added to yield an overall score of 
organizational citizenship behavior. The score ranges from 24 - 168. 
The psychometric properties of the scales are good. Items total correlation for 
all 24 items is satisfactory. Internal consistency reliability (Cronbach’s Alpha) for 
whole scale was found to be 0.85. Alpha for conscientiousness was found to be 0.67, 
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for sportsmanship 0.71, for civic virtue 0.67, for courtesy 0.76 and was 0.71 for 
altruism dimension. The validity for the scale was measured through discriminant 
validity, and it was found to be adequate. 
Organizational Change Measure 
A scale developed by Parveen (2011) was used to measure organizational 
change.  
The scale was developed after a through literature review and consultation 
with experts. Firstly, items to asses individuals’ perception of change were finalized. 
Initially, 30 items were generated on the basis of literature review, to measure the 
perception of organizational change. These items were concerned with three 
dimensions of change i.e. structural change, technological change, and cultural 
change. A pilot study was conducted to finalize the reliability of the items. After item 
analysis only 18 items were retained for final composition of questionnaire, on the 
basis of significant item total correlations. Apart from this dimension wise item 
analysis was also done and the results showed significant correlations. Finally, the 
Scale contains 18 items with a 5-point Likert scale ranging from ‘1’ strongly  
disagree, ‘2’ disagree, ‘3’ undecided, ‘4’ agree to ‘5’ strongly agree. 
These items were concerned with three dimensions of change i.e. structural 
change, technological change, and cultural change. Item no. 1 to 7 comes under 
Structural change category, item no. 8 to 15 comes under technological change 
category and item no. 16 to 18 comes under cultural change dimension. All items are 
positively scored to get a sum total of organizational change measure. The score 
ranges from 18 - 90. High score on OCM indicate high level of change perceived by 
the employees. Split-half reliability was found to be r= .99 for the whole scale. The 
scale validity was confirmed with expert’s ratings. Panel of four judges finalized the 
content validity of the scale.  
Table – Showing Reliability of questionnaire (OCM). 
Dimensions r 
Structural change .97 
Technological change .97 
Cultural change .99 
Whole test .99 
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 The Internal consistency method of reliability i.e. Cronbach alpha was used to 
determine  reliability. It was based on (N= 135).  
Reliability Statistics for OCM 
Cronbach's Alpha Cronbach's Alpha Based on 
Standardized Items 
N of 
Items 
.770 .776 18 
 Cronbach’s alpha was found to be .770, which is considered to be a moderate 
value for reliability. The psychometric property of the scale suggests that the OCM is 
a valid and reliable tool to measure the organizational change. 
Work Ability Index (WAI) developed by Finnish Institute of Occupational Health 
(Tuomi, 1998) was used to measure work Ability. The Work Ability Index consisted 
of an assessment of physical and mental demands of an individual in relation to their 
work, previously diagnosed disease, sick leave, work ability prognosis and 
psychosocial resources. The work ability index consists of the following seven items: 
 Current work ability compared with the lifetime best comprises the work 
ability score that is often used as a separate indicator of work ability (0-10 
points). 
 Work ability in relation to the demands of the job (2 - 10 points. 
 Number of current diseases diagnosed by the physician (1 - 7 points). 
 Estimated work impairment due to diseases (1- 6 points). 
 Sick leave during the past year (1-5 Points). 
 Own prognosis of work ability two years from now (1, 4 or 7 points) 
 Mental resources (1- 4 points). 
The WAI consists of seven items and an index is derived from the sum of the 
ratings of these items. The range of the summative index is 7 to 49, which is classified 
into poor (7-27), moderate (28-36), good (37-43), and excellent (44-49) work 
ability. The work ability index can be used as a screening and monitoring instrument 
for both, individuals and groups, within occupational health workplace health 
promotion and in scientific investigations. The reliability of the work index 
(Cronbach’s alpha) was 0.78. The predictive validity of the WAI was found good.  
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Before administering the WAI to the present sample, a pilot study was 
conducted on 100 employees of construction sector was conducted to check the 
reliability of the work ability index scale in Indian context. The analysis indicated a 
Cronbach’s alpha of .692, which is considered to be a moderate value for reliability.    
Procedure 
The present study was targeted on the construction sector companies in Delhi 
and NCR. Before collection of the data, the investigator searched for the organizations 
dealing in construction sector through internet. Prior to application to the 
organization, organization were categorized into multinational companies and public 
sector. All the sampled organizations were contacted through phone, email and 
personal visits, and were requested to participate in the doctoral research. The HR 
head of the companies were mailed the research proposal, cover letter and sample 
copy of the questionnaire. All the organizations were assured that the data gathered 
would only be used for research purpose. Some of the companies completely refused 
the proposal due to their company policies and did not permit outsiders to collect 
information from their employees. 
At last, from four companies (2 MNC and 2 public sectors) that agreed to 
participate in the research data was collected from their employees. In public sector 
organizations, HR department extended cooperation to collect data personally from 
their employees. Whereas in multinational companies, some of the data was collected 
through email and some through personal administration. 
Ethical considerations: 
In Practice, a researcher needs to be particularly aware of the ethical standards 
at certain points in research. One point is seeking permission to research. A second 
relates to responsibilities as a researcher in the community. Third relates to the need 
for confidentiality about private information which is collected during research. 
Fourth, is Feedback to the people among whom the research was conducted. 
While conducting the present research, utmost care was taken to fulfill the 
ethical standards required to complete a research. Before the starting the research, 
approval from the senior authorities of the University was taken, and the topic was 
approved by the BOS. After the approval of the topic researcher started the work. 
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During the data collection phase it was taken care that the permission from the human 
resource department of companies was sought. Before asking employees to fill the 
questionnaire, informed consent was obtained from the employees’ and was informed 
about the purpose of the research. Employees were assured about their anonymity and 
response confidentiality. It was clearly mentioned to them that this research will not 
do any harm to their personal as well as working life. 
Data Analysis 
Statistical package for social sciences version 18.0 was used for the analysis of 
the data. Before applying statistical test the data was checked for the missing values, 
outliers and normality. Keeping in view the research objectives the data for the 
present study was analyzed in three steps:  
First, a brief descriptive analysis of the total sample was done, taking into 
consideration all the three variables (organizational citizenship behavior, 
organizational change and work ability). Descriptive analysis gives a glimpse of the 
mean and standard deviation values of the variables and its dimension under study. 
Second, correlation analysis was done to assess the relationship between the 
variables. Then after getting significant relationship, stepwise multiple regression was 
used to identify the predictors of work ability. As in present study, there is one 
dependent variable and two independent variables; therefore multiple regression was 
used to determine the linear relationship between the variables. Multiple regression is 
one of the popular multivariate techniques used to see the pattern of relationship and 
the causality between several variables simultaneously. 
But before applying multiple regression to the present research following 
assumptions were being checked which fulfill its criteria: 
 Linear relationship: relationship between the independent variables and 
dependent variable to be linear 
 Normality: All variables to be normal distributed. 
 No or little Multicollinearity in the data. 
  Homoscedasticity 
Third, Analysis of variance (ANOVA) was used to examine the effect of 
demographic variables on organizational citizenship behavior, organizational change 
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and work ability. Present research used 2×2×3 factorial design. Further, Scheffe test 
was used to examine the mean difference between employees of different age groups 
on organizational citizenship behavior, organizational change and work ability. 
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Chapter Four 
 
RESULTS AND DISCUSSION 
This chapter deals with the presentation of the statistic used for the research; it gives a clear picture of the data analysis, first of 
all the chapter gives a brief descriptive statics of the  variables under study: organizational citizenship behavior, organizational change 
and work ability. The chapter gives the descriptive statistic of the three variables in context to the type of organization (Public / MNC) 
being studied. Further the chapter proceeds with the correlation analysis and regression analysis of the variables. In the last part of 
data analysis, ANOVA was applied to the demographic variables (Age, Gender and Organization type) to find out the main and 
interaction effects on the main variables. 
Table 4.1: Showing Mean and SD scores of Public sector units and Multinational Companies and total employees on 
Organizational Citizenship Behavior and its dimensions. 
Group 
 
 
N 
Sportsmanship Conscientiousness Civic virtue Courtesy Altruism Total OCB 
Mean SD Mean SD Mean SD Mean SD Mean SD Mean SD 
Public 119 24.29 5.23 30.34 3.82 21.84 4.23 28.55 4.80 28.99 4.94 134.25 15.84 
MNC 131 16.29 2.47 25.11 2.47 20.18 1.80 25.28 2.47 25.33 2.58 112.10 6.04 
Total 250 20.10 5.67 27.60 4.12 20.97 3.30 26.84 4.10 27.02 4.31 122.64 16.15 
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Table 4.1 presents the mean and standard deviation scores of organizational 
citizenship behavior and its dimensions among employees working in public sector 
and multinational companies as well as the total. As it can be seen from Table 4.1, the 
obtained mean and standard deviation scores of public sector employees were higher 
(M= 24.29, SD=5.23) than the mean and standard deviation scores of employees 
working in multinational companies (M=16.29, SD=2.47) on ‘sportsmanship’. On 
‘conscientiousness’ dimension, mean and SD scores were higher among public sector 
employees (M=30.34, SD=3.82) in comparison to multinational companies employee 
(M=25.11, SD=2.47). The mean and SD scores were higher in public sector 
employees (M=21.84, SD=4.23) as compared to the mean scores of multinational 
companies employee (M=20.18, SD= 1.80) on ‘civic virtue’. Table values also 
indicate difference in mean and SD scores of public sector employees in comparison 
to multinational company employees on ‘courtesy’ and ‘altruism’ dimensions of 
organizational citizenship behavior. In addition, the obtained mean and SD scores of 
public sector employees (M=134.25, SD=15.84) were much higher than the 
multinational companies employee (M=112.10, SD=6.04) on total organizational 
citizenship behavior. High scores among public sector employees indicate that they 
are more involved in extra role behavior and they go the extra mile to assist the 
organization to be successful.  
 
Table 4.2: Showing Mean and SD scores of Public sector units, MNC and total 
employees for Organizational Change and its dimensions  
Group 
 
 
N 
Structural change Cultural change Technological change Org .change (total) 
Mean SD Mean SD Mean SD Mean SD 
Public 119 22.13 3.13 14.66 2.19 28.16 5.22 64.93 8.15 
MNC 131 25.54 2.63 15.11 1.72 29.45 2.17 70.12 4.87 
Total 250 23.92 3.34 14.90 1.96 28.84 3.97 67.65 7.11 
 
Table 4.2 shows the Mean and SD value of public sector and MNC employees 
on organizational change as a whole and on its various dimensions. Result reveals the 
fact that the two group (public and MNC) of employees differ in their mean and SD 
scores on structural change, technological change and cultural change-dimensions of 
64 
 
organizational change as well as on total organizational change. Obtained result 
indicates that public sector employees scored lower (M=22.13, SD=3.13) mean as 
compared to MNC employees (M=25.54, SD=2.63) on structural change. Whereas 
much difference was not apparent between the mean scores of two group (public and 
MNC) on cultural change dimension. The mean scores of public sector employees 
(M=28.16, SD=5.22) was less on technological change dimension in comparison to 
the mean sores of MNC employees (M=29.45, SD=2.17). As it can be seen from the 
table (4.2) that employees working in multinational companies obtained much higher 
mean scores (M=70.12, SD=4.87) on total organizational change in comparison to 
public sector employees (M=64.93, SD=8.15). Higher score among MNC employees 
indicates that they perceive more organizational change in comparison to employees 
working in public sector organization, because multinational companies implement 
frequent changes in their companies on all level.  
 
Table 4.3: Showing Mean and SD scores of Public sector, MNC and 
total employees on Work Ability. 
Group 
 
 
N 
Work ability index 
Mean SD 
Public 119 41.83 4.47 
MNC 131 37.75 2.95 
Total 250 39.69 4.26 
 
Table 4.3, shows the mean and standard deviation scores of public sector 
employees (M=41.83, SD=4.47) and MNC employees (M=37.75, SD=2.95) obtained 
on work ability index. High scores indicate better work ability among public sector 
employees as compared to those working in multinational companies. The reason for 
low work ability score among multinational companies employee may be attributed to 
the cause that they are not provided rest pause, they have to deal with target based 
projects and they have long working hours as compare to public sector organizations. 
Mean score for total employees (M=39.69, SD=4.26) indicate a good work ability 
index range, as mentioned by the work ability index range. According to the work 
ability index, scores between 37-43 falls in good work ability range whereas scores 
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between 44-49 is regarded as excellent work ability. Thus, results indicate that the 
sample of the study posses good work ability.  
 
Table 4.4: Indicating relationship between Organizational Citizenship Behavior 
(OCB) - its dimension and Work Ability Index (WAI). 
Group N Sprt / WAI Consci /WAI CV/WAI Court/WAI Altr/WAI Total OCB/ WAI 
Public 119 .135 .159 .093 .040 .120 .169* 
MNC 131 .112 -.054 -.008 -.303** .075 -.066 
Total 250 .417** .365** .179** .149* .293** .399** 
*p<0.05; **p<0.01 (Key: Dimensions of organizational citizenship behavior- Sprt= 
Sportsmanship; Consci=conscientiousness; CV= civic virtue; Court= courtesy; Altr= 
Altruism) 
Table 4.4 shows the correlation between organizational citizenship behavior, 
its dimensions and work ability of employees working in public sector and 
multinational companies as well as in the total sample. The correlation coefficients 
revealed that organizational citizenship behavior was found significantly positively 
related with workability (r =.169, p<0.05) in public sector employees. Significant 
negative correlation was found between ‘courtesy’ dimension of OCB and work 
ability index (r = -.303, p<0.01) among employees working in multinational 
companies. In multinational companies employee are more focused to their work and 
projects, they have less time to attend to the problems of their coworkers. Thus they 
lack in courteous behavior, which indicates that if they are more involved in courteous 
behavior it will hamper their work ability. 
Significant positive correlations were found between organizational 
citizenship behavior and its five dimensions with work ability of employees in total 
sample. Sportsmanship and work ability (r = .417, p<0.01) in total sample, 
conscientiousness and work ability (r = .365, p<0.01), civic virtue and work ability 
(r=.179, p<0.01), courtesy and work ability (r = .149, p<0.05), altruism and work 
ability (r = .293, p<0.01) and organizational citizenship behavior and work ability 
(r=.399, p<0.01) in total employees. The findings of the present study suggest that 
employees who are more engaged in organizational citizenship behavior are likely to 
perform well and have good work ability. 
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Table 4.5: Indicating relationship between Organizational Change- its dimension 
and Work Ability Index (WAI). 
Group N Str/WAI Cul/WAI Tech/WAI Total change/WAI 
Public 119 .023 -.089 .271** .162 
MNC 131 .350** -.144 -.343** -.397** 
Total 250 .-.333** -.151* .032 -.181** 
*p<0.05; **p<0.01 (Key: Dimensions of organizational change – Str = strucutural change; 
Cul= cultural change; Tech= technological change) 
Table 4.5 indicates the correlation between organizational change- its 
dimension and work ability index among public sector employees, MNC employees 
and overall sample. Technological change was positively correlated with work ability 
in public sector employees and the r value (r = .271) was found significant at 0.01 
level of confidence. Whereas result revealed that technological change was negatively 
related to work ability (r = -.343, p<0.01) among MNC employees and total change 
also showed negatively relationship with work ability in MNC employees. Findings 
suggest that employees working in MNC perceive organizational change and 
technological change in a negative manner; they find these changes as a threat to their 
job security. In MNC’s employees are not sure about the continuity of their job and 
positions after the organizational change. Thus, it is found that job insecurity leads to 
negative perception of organizational change. De Veries & Balaz (1997) stated that 
there is a long lasting threat of being laid off during organizational change. This threat 
is the primary source of worsening the psychological well- being and causes stress 
diseases among employees. 
Table value indicates that structural change was positively related with work 
ability (r=.350, p<0.01) among employees working in multinational companies. 
Further, results revealed negative correlation between organizational change - its 
dimension and work ability (r = -.181) for the total sample. The result for the total 
sample indicates that if the frequency of change increases in an organization, then 
work ability of employees will deteriorate. Findings of the present study goes with the 
work of Ashford (1989), he stated that when an organization is experiencing 
organizational change, such as downsizing, re- structuring, or merging, it will cause 
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employees the feeling of anxiety, stress and insecurity and resulting in impact on 
employees’ productivity, satisfaction, and commitment towards the organization. 
Regression analysis for Organizational Citizenship Behavior and Work Ability 
To test the hypotheses that organizational citizenship behavior and its 
dimensions (Sprt = Sportsmanship; Consci = conscientiousness; CV= civic virtue; 
Court= courtesy; Altr = Altruism) will predict work ability among employees, 
regression analysis was performed on total sample (N=250). The model summary is 
given in table 4.6. The table value presents the regression coefficients. 
Table 4.6: Model summary of variables predicting work ability 
Model R R Square 
Adjusted 
R Square SE Change Statistics 
     
R 
Square 
Change 
F change df1 df2 
1 .417 .174 .171 3.885 .174 52.28** 1 248 
2 .451 .203 .197 3.823 .029 9.018** 1 247 
3 .464 .216 .206 3.801 .012 3.892* 1 246 
4 .485 .235 .223 3.760 .020 6.348** 1 245 
5 .482 .233 .223 3.759 -.003 .854 1 245 
6 .476 .227 .221 3.766 -.006 1.846 1 246 
7 .489 .239 .230 3.744 .012 3.886* 1 246 
*p<0.05; **p<0.01 
a. Predictors: (Constant), SPRT 
b. Predictors: (Constant), SPRT, ALTR 
c. Predictors: (Constant), SPRT, ALTR, COUR 
d. Predictors: (Constant), SPRT, ALTR, COUR, OCB 
e. Predictors: (Constant), SPRT, COUR, OCB 
f. Predictors: (Constant), COUR, OCB 
g. Predictors: (Constant), COUR, OCB, Civic Virtue 
h. Dependent variable: Work ability index 
 
 
Model 1 is significant (p<.01), R2 change is .174. Model 2 is significant 
(p<.01), R2 change is .029. Model 3 is significant (p<.05), R2 change is .012. Model 4 
is significant (p<.01), R2 change is .020. But model 5 and 6 are insignificant (p> .05). 
R2 change for model 5 and 6 are -.003 and -.006 respectively. Model 7 is also found 
significant (p<.05), R2 change is .012. 
Table 4.6 reveals that organizational citizenship behavior and two of its 
dimensions i.e. courtesy and civic virtue emerged as significant predictors of work 
ability. The multiple correlation (R) value is presented in the table for all the predictor 
variables. The linear regression analysis explain 23.9% variance in work ability due to 
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organizational citizenship behavior and two of its dimension (Courtesy and civic 
virtue). R2 value .239 is found significant at 0.05 level of significance. 
Table 4.7: Regression coefficient of variables predicting work ability index 
Model Predictors Standardized 
coefficient (β) t- value F-value Tolerance VIF 
1 Constant Sportsmanship 
 
.417 
36.881 
7.230 
 
52.280** 
 
1 
 
1 
2 
Constant 
Sportsmanship 
Altruism 
 
.361 
.180 
18.558 
6.025 
3.00 
 
 
31.494** 
 
.901 
.901 
 
1.110 
1.110 
3 
Constant 
Sportsmanship 
Altruism 
Courtesy 
 
.389 
.253 
-.141 
17.587 
6.355 
3.607 
1.973 
 
 
 
22.539** 
 
.850 
.649 
.624 
 
1.176 
1.542 
1.603 
4 
Constant 
Sportsmanship 
Altruism 
Courtesy 
OCB total 
 
.172 
.088 
.332 
.469 
14.794 
1.639 
.924 
3.202 
2.520 
 
 
 
 
18.859** 
 
.282 
.343 
.291 
.090 
 
3.546 
2.912 
3.439 
11.088 
5 
Constant 
Sportsmanship 
Courtesy 
OCB total 
 
.123 
-.355 
.587 
14.770 
1.359 
3.526 
4.336 
 
 
 
24.875 
 
.378 
.308 
.170 
 
2.645 
3.243 
5.869 
6 
Constant 
Courtesy 
OCB total 
 
-.417 
.725 
15.125 
4.659 
8.092 
 
 
36.266** 
 
.390 
.390 
 
2.562 
2.562 
7 
Constant 
Courtesy 
OCB total 
Civic virtue 
 
-.432 
.823 
-.140 
15.177 
4.834** 
8.062** 
1.971* 
 
 
 
25.755** 
 
.388 
.297 
.610 
 
2.580 
3.370 
1.639 
  *p<0.05; **p<0.01 
Two dimensions of organizational citizenship behavior: courtesy and civic 
virtue is negatively influencing work ability of employees. t-value for courtesy (t= 
4.834) was found significant at 0.01 level whereas t-value for civic virtue (t=1.971) 
was found significant at 0.05 level. The corresponding beta values shows negative 
relationship between courtesy and work ability (β= -.432) as well as in civic virtue 
and work ability (β= -.140). Result indicates that with the increase in work ability 
courtesy and civic virtue behavior decreases. The findings may be associated to the 
reason that when employees are more engrossed in their work or are paying total 
attention to their assigned jobs, then they are not able to perform extra role behavior.   
On the other hand organizational citizenship behavior in total has shown the 
positive influence on work ability. The β value of .823 indicates a strong relationship 
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between the predictor and criterion variable. t-value (8.062) for organizational 
citizenship behavior was found significant at 0.01 level. Results indicate that with 1 
unit increase in organizational citizenship behavior work ability will increase by .823 
units holding other predictors constant. Thus indicating that with increase in helping 
behavior, work ability of employees will also improve. This positive relationship 
between organizational citizenship behavior and work ability may be explained in 
terms of productivity, altruism and work culture. Assisting the coworkers in their 
work, offering suggestions for resource saving and helping or guiding new workers 
makes the work system more amicable and productive. OCB brings cooperation and 
cohesion among employees, which enhances the ability of employees and make 
workers more efficient and productive for the organization. This relationship between 
OCB and productivity was further supported by Podsakoff, Whiting, and Blume 
(2009) they reviewed the organizational level consequences of OCB and found there 
is a positive relationship between OCB and productivity.   
Table 4.7 shows the tolerance value and VIF (variance inflation factor) for the 
model. A value of VIF less than 5 and tolerance more than 0.2 indicate that there is no 
multicollinearity. Table summary for the model 7 indicate that the VIF value for all 
three predictors is less than 5 and tolerance value more than 0.2. Thus, indicating that 
there is no multicollinearity. 
Table 4.8: Model summary of variables predicting Work Ability 
*p<0.05; **p<0.01 
a. Predictors: (Constant), Structural change 
b. Predictors: (Constant), structural change, technological change 
The model summary given in the table (4.8) indicate that model 1 significant 
(p< .01), R2 change is .111 and model 2 is also significant (p<0.01), R2 change was 
found .036. 
Table 4.8 shows the significant prediction of technological change and 
structural change on work ability of employees. These two dimensions of 
Model R R Square 
Adjusted 
R Square 
SE Change Statistics 
     
R 
Square 
Change 
F change df1 df2 
1 .333 .111 .107 4.031 .111 30.925** 1 248 
2 .384 .147 .140 3.955 .036 10.542** 1 247 
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organizational change emerged as predictors in step wise regression analysis. Going 
by the result it is seen that structural change accounted for 11.1%variance in work 
ability whereas structural change along with technological change accounted for 
14.7% variance in work ability.  
 
Table 4.9: Regression coefficient of variables predicting Work Ability Index 
Model Predictors 
Standardized 
coefficient (β) 
t- value F-value Tolerance VIF 
1 
Constant 
Structural change 
 
-.333 
27.031 
5.561** 
 
30.925** 
 
1 
 
1 
2 
 
Constant 
Structural change 
Technological 
change 
 
-.422 
.211 
21.386 
6.509** 
3.247** 
 
 
21.328** 
 
.820 
.820 
 
1.219 
1.219 
*p<0.05; **p<0.01 
Dependent variable: Work ability 
The beta values shown in table shows significant negative relationship 
between structural change and work ability index (β = -.422), and the second 
dimension of organizational change (technological change) positively predicts work 
ability of employees (β = .211). The t- value for structural change and technological 
change is significant at .01 level. Structural change showed 42.2 % negative influence 
when work ability was increased by 1, in comparison to this technological change 
showed 21.1% positive influence. This means when structural change increases by 1, 
work ability decreases by 42.2 %. This inverse relationship between structural change 
and work ability may be attributed to the reason that frequent changes in work 
process, policies, communication and power brings negative influence on work ability 
of employees. The present finding of the study can be corroborated by the observation 
of Bostrom, Sluiter, and Hagberg (2012), showing that decrease job control and 
negative influence of job demands over time were associated with reduced work 
ability among male and female workers. Iacovini (1993) was of the view that 
employees attitude towards change can impact their morale, productivity, and 
turnover intensions.  
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The finding also highlights that technological change is positively associated 
with work ability among employees (total sample). This positive relation between the 
two indicates that when technological change is implemented in an organization, then 
its help employees in saving their physical energy, time and makes work easy. 
Schraeder (2006) also stated that individuals who are involved in making decisions 
related to technological changes reacted more positively to changes. Thus they don’t 
feel uncertain about their current position or job, this positive attitude towards 
technological change helps in achieving productivity among employees. 
Table 4.9 shows the tolerance value and VIF (variance inflation factor) for the 
model. A value of VIF less than 5 and tolerance more than 0.2 indicate that there is no 
multicollinearity. Table summary for the model indicate that the VIF value for both 
predictors is less than 5 and tolerance value more than 0.2.  It indicates that there is no 
multicollinearity. 
Table 4.10: Summary of ANOVA on Organizational Citizenship Behavior.  
Source Sum of Squares Df Mean square F 
Gender(A) 284.190 1 284.190 2.203 
Organisation (B) 12110.177 1 12110.177 93.893** 
Age (C) 1120.159 2 560.080 4.342** 
A×B 859.571 1 859.571 6.664** 
A×C 358.128 2 179.064 1.388 
B×C 46.523 2 23.261 .180 
A×B×C 79.466 1 79.466 .616 
Error 30568.017 237 128.979  
Total 3800725.00 248   
Corrected total 64705.964 247   
               *p<0.05; **p<0.01 
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Table 4.10 (A): Mean, Standard Deviation and Sample size 
Gender Organization Mean Std. Deviation N 
Male Public sector 
MNC 
Total 
136.49 
112.27 
124.32 
15.13 
6.37 
16.76 
95 
96 
191 
 
Female Public sector 
MNC 
Total 
125.38 
111.63 
117.22 
15.77 
5.08 
12.65 
24 
35 
59 
Total sample Public sector 
MNC 
Total 
134.25 
112.10 
122.64 
15.84 
6.04 
16.15 
119 
131 
250 
 
Table 4.10 (B) Post Hoc analysis (Scheffe) 
Age category N Subset 
1 2 
20-35 105 120.25  
36-50 86 119.80  
51-65 57  131.75 
Sig  .971 1.00 
 
Table 4.10 of ANOVA presents the main effect of gender, type of organization 
and age of employees on organizational citizenship behavior. The main effect of 
organization and age were found significant (p< 0.01) on organizational citizenship 
behavior. Whereas main effect for gender was found insignificant (F= 2.203, p>.139), 
indicating that male and female employees did not show any significance difference 
on organizational citizenship behavior scores. 
Result from the main effect indicates that employees working in public sector 
organizations (Mean= 134.25) have better organizational citizenship behavior score as 
compared to employees working in multinational companies (Mean = 112.10) (cf. 
Table 4.10 A). Public sector employees are more involved in discretionary workplace 
behavior that takes the organization to an optimal level, they help the organization to 
develop performance and increase competitive edge. The findings of the study is in 
confirmation with the Crewson (1997) findings, who observed that employees 
working in public sector units are seen as motivated by a concern for the community 
and a desire to serve the public interest, and are characterized by an ethic that 
prioritizes intrinsic rewards over extrinsic rewards. He also stated that public sector 
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employees rate a feeling of accomplishment and performing work helpful to society 
and to others as more important job characteristics than do private sector employees. 
Analysis also showed that employees differ in their organizational citizenship score 
on the basis of age.  
Post-hoc table (4.10 B) presents the mean score for different age category. 
Mean score of age category (20-35 years) and (36-50 years) did not show any 
significance difference on organizational citizenship behavior scores. Employees 
between age group (20-35 years) differed significantly from 51-65 years age range 
and employees in age range 36-50 years also differed significantly from 51-65 years 
on organizational citizenship score. It may, therefore be concluded that employees in 
age range (51-65years) showed high organizational citizenship behavior in 
comparison to other two categories. Findings suggest with the increase in age, 
tendency to help others also increases thus senior employees are more involved in 
organizational citizenship behavior. Senior employees have already spent a long time 
in the organization and have better understanding organization practices and 
organizational culture. March & Simon (1958) stated that as the time spent in 
organization increases, the employee develops a better understanding of the 
organizational practices and nature of work. Researches also indicate that ageing 
workers are commonly considered to be more reliable, productive, loyal and 
committed to the organization and are better able to socialize with co-workers 
(Harper, Khan, Saxena & Lesson, 2006).  
Results reveal that only interaction effect between gender and organization 
was found significant (F= 6.664, p< 0.01), other interaction effects were not found 
significant. Findings suggest that gender along with organization type had a 
significant impact on organizational citizenship behavior scores. Findings suggest that 
mean score of organizational citizenship behavior in public sector and multinational 
companies are different among male and female employees. Organizational 
citizenship behavior scores of males (M= 136.49) was found higher than the female 
(M= 125.38) among employees working in government sector. Indicating that male 
employees are more involved in helping behavior at work in government sector 
organization. Whereas male working in multinational companies did not differ from 
female on organizational citizenship behavior score. Result also indicate that the male 
employees (M= 136.49) working in government sector are more involved in 
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organizational citizenship behavior in comparison to male (M= 112.27) working in 
multinational companies. 
Table 4.11: Summary of ANOVA on Organizational Change. 
Source Sum of Squares Df Mean square F 
Gender(A) 171.141 1 171.141 4.659* 
Organisation (B) 1443.884 1 1443.884 39.306** 
Age (C) 817.837 2 408.918 11.132** 
A×B 48.451 1 48.451 1.319 
A×C 174.00 2 87.001 2.368 
B×C 24.771 2 12.385 .337 
A×B×C 85.284 1 85.284 2.322 
Error 8706.027 237 36.734  
Total 1147563.00 248   
Corrected total 12612.480 247   
*p<0.05; **p<0.01 
 
Table 4.11 (A): Mean, Standard Deviation and Sample size 
Gender Organization Mean Std. Deviation N 
Male Public sector 
MNC 
Total 
66.17 
71.09 
68.64 
6.91 
4.65 
6.36 
95 
96 
191 
 
Female Public sector 
MNC 
Total 
60.04 
67.46 
64.44 
10.70 
4.52 
8.42 
24 
35 
59 
 
 
Table 4.11 (B) Post Hoc analysis (Scheffe) 
Age category N 
Subset 
1 2 
20-35 105 65.28  
36-50 86  69.23 
51-65 57  69.63 
Sig  1.000 .919 
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The main effects of gender, type of organization and age was found significant 
on organizational change perception. F value for gender was significant at 0.05 levels 
whereas F value for organization and age was significant at 0.01 levels. Results reveal 
that there is significant difference in the perception of organizational change among 
male and female employees. Mean scores indicate that male employees (M= 68.64) 
scored higher on organizational change in comparison to female employees 
(M=64.44). This difference may be due to the reason that male employees focus more 
on their work and organization whereas female employees attention is focused in two 
segments i.e. family life and professional life, therefore female don’t pay more 
attention to changes going on in organization. Table 4.11 reveals that F value for 
organization type is 39.306 which is significant at 0.01 level of significance. It 
indicates that mean score for organizational change between employees working in 
public sector and multinational companies differ significantly.  It was found that the 
mean scores of multinational company employee (M= 70.12) was higher than the 
public sector employees (M=64.93). It reflected that employees working in 
multinational companies perceived more organizational change in comparison to 
public sector employees. Because in multinational companies changes occur very 
frequently and employees have to keep themselves proficient enough to meet these 
changing demands of the organization. Main effect of age was also found significant 
at 0.01 level on organizational change. There was significance difference among 
employees across the age categories on organizational change. 
The post hoc analysis table (4.11 B) reports that employees in the age range 
20-35 differed significantly from age range 36-50 at 0.01 level. These employees 
perceive less organizational change in comparison to employees in age range (36-50). 
Employees in the age range (51-65 years) scored high mean score in comparison to 
employees in age range 20-35 years. Results indicate that employees in older age 
group perceive more organizational change in comparison to young employees. 
Because senior employees have spent a long time in the organization and with the 
passage of time they have seen loads of changes occurring in the organization.  
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Table 4.12: Summary of ANOVA on Work Ability Index 
Source Sum of Squares Df Mean square F 
Gender(A) 15.831 1 15.831 1.220 
Organisation (B) 505.113 1 505.113 38.932** 
Age (C) 1.437 2 .719 .055 
A×B 18.436 1 18.436 1.421 
A×C 116.475 2 58.238 4.489* 
B×C 84.596 2 42.298 3.260* 
A×B×C 10.469 1 10.469 .807 
Error 3074.893 237 12.974  
Total 395646.00 248   
Corrected total 4426.242 247   
*p<0.05; **p<0.01 
 
Table 4.12 (A): Mean, Standard Deviation and Sample size 
Gender Organization Mean Std. Deviation N 
Male Public sector 
MNC 
Total 
42.03 
37.29 
39.65 
4.14 
2.89 
4.28 
95 
96 
191 
 
Female Public sector 
MNC 
Total 
41.04 
39.00 
39.83 
5.61 
2.76 
4.24 
24 
35 
59 
Total sample Public sector 
MNC 
Total 
41.83 
37.75 
39.69 
4.47 
2.95 
4.26 
119 
131 
250 
 
Table 4.12 (B): Mean, Standard Deviation and Sample size (for age category) 
 Age categories Mean Std. Deviation N 
Male 20-35 
36-50 
51-60 
40.85 
38.24 
39.98 
3.59 
3.42 
5.46 
67 
70 
54 
Female 20-35 
36-50 
51-60 
39.21 
40.06 
44.00 
4.28 
3.54 
4.96 
39 
16 
4 
Public sector 20-35 
36-50 
51-60 
41.65 
41.46 
42.29 
4.55 
3.58 
4.95 
50 
28 
41 
MNC 
 
20-35 
36-50 
51-60 
38.98 
37.19 
35.35 
2.64 
2.47 
3.14 
56 
58 
17 
77 
 
Table 4.12 (C) Post Hoc analysis (Scheffe) 
Age category N Subset 
1 2 
36-50 86 38.58  
20-35 105  40.26 
51-65 57  40.44 
Sig  1.000 .952 
 
As it can be seen from the table 4.12 of ANOVA that the main effect of type 
of organization was found significant (p< 0.01), gender and age main effect were 
found to be insignificant on work ability index. This result was found consistent with 
the findings of Van den Berg (2009) who examined the gender difference on work 
ability and found no significance difference. Result signifies that employees working 
in public sector organizations (Mean=41.83) have better work ability index as 
compared to employees working in multinational companies (Mean= 37.77) (cf. Table 
4.12A). Whereas there was no significance difference in the workability of male and 
female employees.  
The interaction effect between gender and age (F= 4.489, p< 0.05) was found 
to be significant (cf. Table 4.12). It indicates that mean scores of work ability index at 
different age categories is significantly different for male and female employees. 
Mean values of age category 20-35 years is slightly higher for male (M= 40.85) than 
female (M= 39.21) employees, but in the age category of 36-50 years female scored 
higher mean (M= 40.06) in comparison to male (M=38.24) employees on work ability 
index. Similar pattern was also seen in the age category of 51-65 years, female (M= 
44.00) scored higher on work ability index as compared to male (39.98) employees. 
The present findings indicate that that female employees show better work ability in 
comparison to male employees in different age categories.    
Interaction effect between the type of organization and age (F=3.26, p<0.05) 
was found to be significant at 0.05 level. Result signifies that employees working in 
public sector organizations have better work ability index across various age group as 
compared to employees working in multinational companies (cf. Table 4.12B). In 
MNC work ability index deteriorate with the increase in age (20-35=M1, 36-50= M2, 
51-65= M3) of the employees (M1= 38.98, M2= 37.19, M3= 35.35) but in public 
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sector employees there is no variation in work ability index across the age groups. 
Findings of the MNC employees is in line with the findings of Gould, Ilmarien, 
Jarvisalo and Koskinen (2008) which shows that growing age was related to 
deterioration in work ability. 
Further post hoc analysis (Table 4.12C) for the total sample, reveals that work 
ability index of employees varied across different age category. Age group 20-35 
years mean score (M= 40.26) was significantly different from age group 36-50 years 
(M= 38.58) at 0.01 level. Indicating a decrease in the work ability index with the 
increase in age which indicates younger people perceive their work ability to be better 
than older persons do (Ilmarinen & Tuomi, 2004). The decline in work ability by age 
is due to difficulties in adopting the changes in work culture, resources and 
innovations. There was also a significant difference in age group 36-50 years and 51-
65 years at 0.05 level of confidence. Work ability for the age group 36-50 years 
(M=38.58) was slightly less than the 51-65 years (40.44). 
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Chapter Five 
               CONCLUSIONS, LIMITATIONS, IMPLICATIONS, AND 
FUTURE RESEARCH SUGGESTIONS 
 
Conclusions 
In this final chapter, the results of the research work are summarized and the 
implications with future research suggestions are thereof described. 
Findings of the current study were obtained from 250 employees between age 
range 20-65 years, working in public sector units and multinational companies. This 
study generated ten objectives and ten hypotheses, on the basis of these following 
conclusions have been drawn: 
 Significant differences were found between the mean scores of public sector 
units and MNCs employee on organizational citizenship behavior and its 
dimensions. Public sector employees scored higher in comparison to 
multinational companies employee. 
 Significant differences were found between the mean scores of public sector 
units and MNCs employee on organizational change and its dimensions. 
Multinational company employees scored higher mean than the public sector 
employees. 
 Significant difference was found between the mean scores of public sector units 
and MNCs employee on work ability index. Public sector employees scored 
higher than multinational companies employee. 
 Significant positive correlation coefficients were found between organizational 
citizenship behavior and work ability index among public sector units employee 
and in total sample. 
 Significant negative correlation coefficient was found between courtesy 
(dimension of OCB) and work ability index among employees working in 
multinational companies. 
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 Significant negative correlation coefficient was found between organizational 
change and work ability index among employees working in multinational 
companies and in total sample. 
 Significant negative correlation coefficient was found between technological 
change-dimension of organizational change and work ability among employees 
working in multinational companies. 
 Significant positive correlation coefficient was found between technological 
change-dimension of organizational change and work ability index among 
employees working in public sector units. 
 Significant positive correlation coefficient was found between structural change-
dimension of organizational change and work ability index among employees 
working in multinational companies. 
 Courtesy and civic virtue (dimensions of OCB) and organizational citizenship 
behavior emerged as significant predictors of work ability among public sector 
unit and multinational companies employee. 
 Structural change and technological change (dimensions of organizational 
change) emerged as significant predictors of work ability among public sector 
units and multinational companies’ employees. 
 The main effects of organization type (public and MNC) and age (3 categories) 
and the interaction effect between gender and organization type were found 
significant on organizational citizenship behavior. Significant F- ratio for 
organization type was F= 93.893 (p< 0.01) and for age F= 4.342 (p< 0.01). In 
addition, interaction effect between Gender and organization type (F = 6.664, p< 
0.01) were also found significant. 
 The main effect of gender (male and female), organization type (public and 
MNC), and age (3 categories) were found significant on organizational change. 
Significant F- ratio for gender F= 4.659 (p<0.05), organization type F= 39.306 
(p< 0.01) and for age F= 11.132 (p< 0.01). There was no interaction effect found 
between these demographic variables. 
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 The main effect of organization type (public and MNC) and the interaction 
effects between gender and age, and organization type and age were found 
significant on work ability index. Significant F ratio for organization type was 
F= 38.932 (p< 0.01). In addition interaction effect between Gender and age (F = 
4.489), and organization type and age (F= 3.260) were found significant at 0.05 
level. 
 Post hoc analyses (Scheffe test) revealed that age difference exists on 
organizational citizenship behavior, organizational change, and work ability 
index. 
The result of the study yielded the conclusion that public sector employees were 
high on organizational citizenship behavior and its dimension .They showed higher 
level of OCB in comparison to the MNCs employee. Which leads to conclusion that 
employees in public sector organization are more involved in extra role, prosocial and 
helping behavior.  
Finding also indicates that the employees of MNC perceive more 
organizational change in comparison to the public sector employees. So, it was 
concluded on the basis of the result that multinational companies are prone to fast 
organizational changes, thus its employees perceive high rate of change. Further, the 
results of this study also revealed that the employees working in public sector 
organizations have better workability as compared to the MNCs employees. It was 
evident from the literature review that there are various factors such as health and 
work conditions, work culture, stressor that influence the workability of employees. 
Findings indicate that MNCs employees perceived rapid organizational changes and 
more stressor. Which lead to lower workability among MNC employees. 
With regards to the hypothetical model presented in the present research, it 
was found the results present and adequate explanation for work ability. This study 
provided a multifaceted look at various factors and their contribution to work ability. 
The role of organizational citizenship behavior and organizational change as, a 
predictor variable of workability in construction sector employees has been well 
established. As per the findings, influence of demographic variables (age, gender, 
type of organization) has also been found on the variables undertaken for the research.   
82 
Limitations of the present study 
In this study there was less representation of female participants working in 
construction sector companies. Therefore it is recommended that a large diverse 
female sample from other organizations should be recruited to generalize the results. 
The study employed very few demographic variables like age, gender and 
organization type to explain the current variables. It is worthwhile to consider other 
demographical variables like experience, educational level, pay scale, marital status 
and socio-economic status. 
The sample comprised of construction sector employees only, other 
organizational sectors could also be studied further. So that it would provide more 
insight and new perspective for the present variables. 
Implications 
Work ability index as a construct was not studied in Indian sample so this 
study would provide direction for future research. The findings of the present study 
may have direct implications in terms of providing better health facilities to promote 
good work ability among Indian working population. The research would give an idea 
to the organizations for implementing strategies related to the work culture, work 
environment, planning occupational safety and poor work postures in order to 
promote good work ability among its employees. 
The findings of the present study will help the management team in designing 
and planning strategies for implementing change programmes in their organization. 
Results suggest the importance of organizational citizenship behavior and its 
association with workability. Government and policy makers may design prevention 
and intervention programs to promote good work ability among employees. 
The present research would be helpful in evaluating the positive and negative 
consequences of organizational change on work ability of employees. 
Findings of the study show that employees working in multinational 
companies are low in organizational citizenship behavior. Thus MNC’s should 
encourage their employees for extra role behavior. They should be rewarded for their 
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extra role behavior and be more involved in helping behaviors. Because 
organizational citizenship behavior leads to job satisfaction, low turnover intention 
and employee engagement. 
Future Research Suggestions 
More research is needed to assess work ability index in other organizational 
setting like health care sector, heavy industries, IT industries etc. in Indian context. 
Correlation research can be conducted in examining the relationship of work 
ability with other organizational variables like job satisfaction, quality of work life, 
work commitment, job burnout and organizational trust, etc. Longitudinal data are 
needed to assess the effect of positive work attitudes on maintenance and 
improvement of work ability. 
An attempt should be made to do a comparative study in terms of the 
hierarchy of employees like top management, middle management and the lower level 
employees because work ability may differ with respect to nature of work and at 
different levels. 
Future research should consider other demographical variables like job tenure 
or experience, educational level, pay scale, marital status and socio-economic status. 
Furthermore, there is a dire need to develop new tools to assess organizational 
citizenship behavior and organizational change and to develop work ability index in 
the context of Indian organizational culture. 
Accordingly, despite some limitation and weakness, the current study may 
contribute to new knowledge and new tools to maintain and improve organizational 
citizenship behavior, organizational change and work ability in this changing 
environment. 
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APPENDIX A 
ORGANIZATIONAL CITIZENSHIP BEHAVIOR SCALE 
Please read each item carefully and respond to the following statement as truthfully as 
you can. Using the scale below, please select the number that best describes you and 
circle the number in the table. Please answer according to the scale below. 
Strongly 
Disagree 
Moderately 
Disagree 
Slightly  
Disagree 
Neither 
agree or 
disagree 
Slightly  
Agree 
Moderately 
Agree 
Strongly  
Agree 
1 2 3 4 5 6 7 
 
 
1 I help others who have heavy workloads. 1 2 3 4 5 6 7 
2 I am the classic ''squeaky wheel'' that always needs 
 
1 2 3 4 5 6 7 
3 I believe in giving an honest day's work for an honest 
  
1 2 3 4 5 6 7 
4 I consume a lot of time complaining about trivial 
 
1 2 3 4 5 6 7 
5 I try to avoid creating problems for co-workers. 1 2 3 4 5 6 7 
6 I keep abreast of changes in the organization. 1 2 3 4 5 6 7 
7 I tend to make a ‘‘mountains out of molehills''. 1 2 3 4 5 6 7 
8 I consider the impact of my actions on co-workers. 1 2 3 4 5 6 7 
9 I attend meetings that are not mandatory, but are 
  
1 2 3 4 5 6 7 
10 I am always ready to lend a helping hand to those 
  
1 2 3 4 5 6 7 
11 I attend functions that are not required,  but help the 
  
1 2 3 4 5 6 7 
12 I read and keep up with organization announcements, 
    
1 2 3 4 5 6 7 
13 I help others who have been absent. 1 2 3 4 5 6 7 
14 I do not abuse the rights of others. 1 2 3 4 5 6 7 
15 I willingly help others who have work-related 
 
1 2 3 4 5 6 7 
16 I always focus on what's wrong, rather than positive 
 
1 2 3 4 5 6 7 
17 I take steps to try to prevent problems with other co-
 
1 2 3 4 5 6 7 
18 My attendance at work is above the norm. 1 2 3 4 5 6 7 
19 I always find faults with what the organization is 
 
1 2 3 4 5 6 7 
20 I am mindful of how my behavior affects other 
  
1 2 3 4 5 6 7 
21 I do not take extra breaks. 1 2 3 4 5 6 7 
22 I obey company's rules and regulations when no one 
  
1 2 3 4 5 6 7 
23 I help orient new people even though it is not 
 
1 2 3 4 5 6 7 
24 I am one of most conscientious employees. 1 2 3 4 5 6 7 
I 
APPENDIX - C 
WORK ABILITY INDEX 
Dear  Respondent, 
Kindly go through the items given below and give your answers as per the rating 
scales provided. Please fill in the questionnaire carefully. Your responses will be used 
for research work only. 
A. Is your work:  (Please tick mark) 
  Psychologically demanding? 
  Physical demanding? 
  Physical and psychologically demanding? 
 
B. Current work ability compared to highest work ability ever: Assume that 
your work ability as its best has a value of 10 points (means 100 %) and 
lowest at 0 point .Rate your current work ability as per the scale. Please circle 
your response (from 0% to 100%) 
 
0      1      2      3      4     5     6    7      8          9  10 
Completely unable to work………………………………………………work ability 
at its best. 
 
I. How do you rate your current work ability with respect to the physical 
demands of your work? 
  very good 
  rather good 
  moderate good 
  rather poor 
  very poor 
II. How do you rate your current work ability with respect to the mental demands 
of your work? 
  very good 
  rather good 
  moderate good 
  rather poor 
  very poor 
 
 
 
IV 
Current diseases 
In the following list, mark your current diseases or injuries. Also indicate whether a 
physician has diagnosed or treated these diseases 
       Yes                          Yes No 
                                                       (Own opinion)  (Physician’s diagnosis) 
 
1. injury due to an accident   
 (e.g. in back or limbs, or burns) 
 
2. musculoskeletal disease in back,  
 Limbs or other part of the body  
 (e.g. repeated pain in joint or muscle , 
 Sciatica, rheumatism, arthritis) 
 
3. Cardiovascular diseases 
 (e.g. hypertension, coronary heart disease) 
 
4. Respiratory disease 
 (e.g repeated infections of the respiratory tract,  
 Bronchial asthma, emphysema) 
 
5. Mental disorder 
 (e.g. depression, “burn-out”, anxiety  
 or insomnia) 
 
6. Neurological or sensory disease 
 (e.g. hearing or visual disease, migraine 
 epilepsy) 
 
7. Digestive disease / condition 
 (e.g. gastritis, gall stones, liver or pancreatic  
 disease, repeated constipation) 
 
8. genitourinary disease 
 (e.g. infection in urinary tract,  
 gynecological disease or prostate) 
 
9. Skin disease 
 (e.g. Allergic or other rash, Varicose veins) 
 
10. Tumour or Cancer 
 
11. Endocrine or metabolic disease 
 (e.g. diabetes, severe obesity or gout) 
 
12. Blood diseases 
 (e.g. anemia, other blood disorder or defect) 
13.  Birth defects 
14.  Other disorder or disease 
V 
III. Is your illness or injury a hindrance to your current job? 
       tick more than one alternative if needed. 
  There is no hindrance / I have no disease 
  I am able to do my job, but it causes some symptoms. 
  I must sometimes slow down my work pace or change my work methods. 
  I must often slow down my work pace or change my work methods. 
  Because of my condition, I feel I am able to do only part time work. 
  In my opinion I am entirely unable to work. 
 
IV. During the last 12 months; how many whole days have you been off work 
because of illness: 
  None  
  Max nine days 
  10-24 days 
  25-99 
  100-354 
 
V. Do you believe, according to your present state of health, that you will be able 
to do your current job two years from now? 
  Unlikely 
  Not certain 
  Relatively certain 
 
VI. Mental Capacities 
 
Considering the last three months: have you been able to enjoy your regular daily 
activities 
 
Often rather often sometimes rather seldom never 
 
Consider the last three months: have you been active and alert? 
 
Often rather often sometimes rather seldom never 
 
Considering the last three months: have you felt yourself to be full of hope about the 
future? 
 
Continuously    rather often sometimes rather seldom never 
 
……………………………………………………………………………………… 
 
VI 
APPENDIX - B 
ORGANIZATIONAL CHANGE MEASURE 
 
Dear Respondent, 
This is not a test to examine your knowledge; therefore there is no wrong answer. We 
are interested to know how you perceive your organization. You are requested to read 
carefully each statement and rate them from 1 to 5, according to the key given below: 
• If you totally find yourself in agreement with the statement then you put (5) in 
bracket. 
• If you agree put (4) in the bracket. 
• If you undecided put (3) in the bracket. 
• If you disagree put (2) in the bracket. 
• If you find yourself in total disagreement with the statement then you put (1) in 
the bracket. 
 
1. Change frequently occurs in my unit/organization. (     ) 
2. Change has been result of a deliberate decision by my manager. (     ) 
3. Effective communication system and feedback mechanism have 
brought change in my organization. 
(     ) 
4. Lately, I have been experiencing transparency in promotion 
process/promotion, salary benefits and perks. 
(     ) 
5. Decentralization of power is normal practice in my organization. (     ) 
6. I have been experiencing that there has been downsizing and layoffs 
of employee’s at large scale in organization. 
(     ) 
7. I have experienced that there is a sudden change in the dealing 
procedure and policies in place of those already in practice. 
(     ) 
8. Latest technology is provided to us as soon as the old ones become 
obsolete outdated. 
(     ) 
9. Of late, a lot of change at the technological level occurred in my 
organization. 
(     ) 
10. Jobs which were complex earlier have been made easier due to 
changes in machines and equipments used by my organization. 
(     ) 
11. Change in technology has made us a good competitor in market. (     ) 
II 
 12. In order to develop the skills compatible to new technology adequate 
training and practice is provided to the employees. 
(     ) 
13. Recent technological innovations are encouraged and introduced in 
my organization. 
(     ) 
14. Change in the equipments, machines, information system and 
communication system has lead to improve quality and efficiency. 
(     ) 
15. Change in technology, such as email, cell phones, video conferencing 
etc. has lead to a better and fast communication system. 
(     ) 
16. Change in culture helps employees in decision making. (     ) 
17. My organization still follows / strictly adheres to the work ethics and 
rules laid down by it. 
(     ) 
18. It is generally believed in our organization that changes in beliefs and 
values bring superior performance. 
(     ) 
 
 
 
 
III 
APPENDIX - D 
PERSONAL DATA SHEET 
 
NAME:…………………………… 
AGE:……………………………… 
GENDER:………………………… 
EXPERIENCE:………………….. 
TYPE OF ORGANIZATION: PUBLIC SECTOR UNIT…………… 
     
 MNCs………………………………… 
 
VII 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
  
  
 
  
  
  
  
  
 
  
  
 
  
 
  
 
  
 
  
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
  
 
 
ABSTRACT 
The present investigation is centered to explore the “Impact of Organizational 
Citizenship Behavior and Organizational Change on Employees’ Work Ability”. 
This research investigates the three variables, namely, organizational 
citizenship behavior, organizational change and work ability among employees 
working in construction sector companies. It is anticipated that the present research 
would highlight new factors which would help the construction sector organizations 
to enhance their efficiency and effectiveness. As construction industry is booming 
sector in India, it supports a large number of upstream and downstream industries. 
They are integral part of the country’s economy. This sector is considered to have a 
large economic multiplier effect. Construction as an industry is six to nine percent of 
the gross domestic product of developed countries. Construction starts with planning, 
design and financing and continues until the projects build and ready for use. 
Construction projects are divided into public and private sector. Private sector 
construction is performed by private owners, paid for using private funds. Public 
sector deals with projects done for federal, state, or local agencies of government and 
usually paid for out of tax money, bonds or other public funds. The current research 
considers organizational citizenship behavior and organizational change as the main 
variables which would influence the work ability of the employees working in 
multinational and public sector companies dealing in construction field. In these 
emerging organizations the construct of organizational citizenship behavior must be 
recognized for improving work ability. Because maintaining work ability is a major 
issue now a days’. Work ability can be maintained especially in emerging 
organizations by conducting imperative researches in the field. 
Research Objectives  
 To examine difference between the mean scores of public sector units and 
multinational companies employee on organizational citizenship behavior and 
its dimensions. 
 To examine difference between the mean scores of public sector units and 
multinational companies employee on organizational change and its dimensions. 
1 
 To examine difference between the mean scores of public sector units and 
multinational companies employee on work ability index. 
 To examine the relationship between organizational citizenship behavior- its 
dimensions and work ability among public sector units and multinational 
companies employee. 
 To examine the relationship between organizational change - its dimensions and 
work ability among public sector units and multinational companies employee. 
 Organizational citizenship behavior and its dimensions will predict work ability 
index among employees (total). 
 Organizational change and its dimensions will predict work ability index among 
employees (total). 
 To examine the main effects and the interaction effects of the demographic 
variables namely, gender (male and female), organization type (MNC and 
Public sector) and age (3 categories) on organizational citizenship behavior. 
 To examine the main effects and the interaction effects of the demographic 
variables namely, gender (male and female), organization type (MNC and 
Public sector) and age (3 categories) on organizational change. 
 To examine the main effects and the interaction effects of the demographic 
variables namely, gender (male and female), organization type (MNC and 
Public sector) and age (3 categories) on work ability index. 
Methodology chapter includes the plan of the research work done, research 
design, selection of the sample, tools used, procedure,  mode of data collection and 
the statistical treatment of the data. In order to answer the research question, 
quantitative approach was used. Researchers use the quantitative research method 
when the purpose of the research is to obtain primary data. The current research used 
correlation design, as this method allows assessment of relationships between two or 
more variables in this study. Further step wise multiple regression was applied to see 
the influence of predictor variables. Analysis of variance (three way ANOVA or 
factorial ANOVA) 2× 2 × 3 factorial design was used to examine influence of 
demographic variables (Age, Gender and Organization type).  
2 
The sample for the present study comprised of 250 employees working in 
different multinational and government sector organization. The data was collected 
from different construction companies situated in Delhi and NCR. The companies 
selected for the purpose of data collection were grouped into two categories: 
Government sector and multinational companies.  
The companies included in Government sector are DDA (Delhi Development 
Authority) and NBCC (National Buildings Construction Corporation Limited). They 
mainly deal in real estate development, planning, building greener Delhi (like parks, 
city forests, sport complex), developing commercial facilities, hospitals, bridge in 
government undertakings. 
Under multinational category two companies were included in the study 
namely: Tata Consultancy Engineers Limited and HOLTEC Consulting Private 
Limited.  These companies provide professionally sound technical engineering 
solutions. They deal in urban development and planning, buildings, manufacturing 
facilities, construction of highways and bridges, metro, marine ports and harbors. 
In the present study, three scales were used namely, Organizational Citizenship 
Behavior Scale, Organizational Change Measure and Work Ability Index: 
Organizational Citizenship Behavior Scale 
The organizational citizenship behavior scale developed by Podsakoff 
Mackenzie, Moorman and fetter in 1990 was used in the present study .The OCB 
scale consisted of 24 items. This scale has five dimensions i.e. Altruism, 
Conscientiousness, Sportsmanship, Courtesy and Civic virtue proposed by Organ 
(1988). This scale is based on seven point likert rating. The responses range from 1 to 
7 i.e. from strongly disagree to strongly agree, the one being the lowest score 
(strongly disagree) and seven (strongly agree) being the highest score. High score 
represents high organizational citizenship behavior. 
Internal consistency reliability (Cronbach’s Alpha) for whole scale was found 
to be 0.85. The validity for the scale was measured through discriminant validity, and 
it was found to be adequate. 
 
 
3 
Organizational Change Measure 
A scale developed by Parveen (2011) was used to measure Organizational 
Change. The Scale consists of  18 items on the pattern of a Likert type scale having 
five response categories ranging from ‘1’ strongly  disagree, ‘2’ disagree, ‘3’ 
undecided, ‘4’ agree to ‘5’ strongly agree. These items were concerned with three 
dimensions of change i.e. structural change, technological change, and cultural 
change. Item no. 1 to 7 comes under Structural change category, item no. 8 to 15 
comes under technological change category and item no. 16 to 18 comes under 
cultural change dimension. All items are positively scored to get a sum total of 
Organizational change measure. The score ranges from 18 - 90. High score on OCM 
indicate high level of change perceived by the employees. Split half reliability was 
found to be r = .99 for the whole scale. Cronbach’s alpha for the scale was found to be 
.770, which is considered to be a moderate value for reliability. The scale validity was 
confirmed with expert’s ratings. Panel of four judges finalized the content validity of 
the scale. 
Work Ability Index (WAI) developed by Finnish Institute of Occupational Health 
(Tuomi, 1998) was used to measure work Ability. The Work Ability Index consisted 
of an assessment of physical and mental demands of an individual in relation to their 
work, previously diagnosed disease, sick leave, work ability prognosis and 
psychosocial resources.  
The WAI consists of seven items and an index is derived from the sum of the ratings 
of these items. The range of the summative index is 7 to 49, which is classified into 
poor (7-27), moderate (28-36), good (37-43), and excellent (44-49) work ability. 
The reliability of the work ability index (cronbach’s alpha) was 0.78. The predictive 
validity of the WAI was found good. 
Procedure: The present study was targeted on the construction sector companies in 
Delhi and NCR. Before collection of the data, the investigator searched for the 
organizations dealing in construction sector through internet. Prior to application to 
the organization, organization were categorized into public sector and multinational 
companies. All the sampled organizations were contacted through phone, email and 
personal visits, and were requested to participate in the doctoral research. The HR 
head of the companies were mailed the research proposal, cover letter and sample 
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copy of the questionnaire. All the organizations were assured that the data gathered 
would only be used for research purpose. 
Ethical considerations: 
While conducting the present research, utmost care was taken to fulfill the 
ethical standards required to complete a research. Before the starting the research, 
approval from the senior authorities of the University was taken, and the topic was 
approved by the BOS. After the approval of the topic researcher started the work. 
During the data collection phase it was taken care that the permission from the human 
resource department of companies was sought. Before asking employees to fill the 
questionnaire, informed consent was obtained from the employees’ and was informed 
about the purpose of the research. Employees were assured about their anonymity and 
response confidentiality. It was clearly mentioned to them that this research will not 
do any harm to their personal as well as working life. 
Data Analysis: Statistical package for social sciences version 18.0 was used for the 
analysis of the data. Keeping in view the research objectives the data for the present 
study was analyzed in two steps:  
First, correlation analysis was done to assess the relationship between the variable. 
Then after getting significant relationship, stepwise multiple regression was used to 
identify the predictors of work ability. 
Second, Analysis of variance (ANOVA) was used to examine the effect of 
demographic variables on organizational citizenship behavior, organizational change 
and work ability. Present research used 2×2×3 factorial design. Further, Scheffe test 
was used to examine the mean difference between employees of different age groups 
on organizational citizenship behavior, organizational change and work ability. 
Results:  
 Significant differences were found between the mean scores of public sector 
units and MNCs employee on organizational citizenship behavior and its 
dimensions. Public sector employees scored higher in comparison to 
multinational companies employee. 
 Significant differences were found between the mean scores of public sector 
units and MNCs employee on organizational change and its dimensions. 
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Multinational company employees scored higher mean than the public sector 
employees. 
 Significant difference was found between the mean scores of public sector units 
and MNCs employee on work ability index. Public sector employees scored 
higher than multinational companies employee. 
 Significant positive correlation coefficients were found between organizational 
citizenship behavior and work ability index among public sector units employee 
and in total sample. 
 Significant negative correlation coefficient was found between courtesy 
(dimension of OCB) and work ability index among employees working in 
multinational companies. 
 Significant negative correlation coefficient was found between organizational 
change and work ability index among employees working in multinational 
companies and in total sample. 
 Significant negative correlation coefficient was found between technological 
change-dimension of organizational change and work ability among employees 
working in multinational companies. 
 Significant positive correlation coefficient was found between technological 
change-dimension of organizational change and work ability index among 
employees working in public sector units. 
 Significant positive correlation coefficient was found between structural change-
dimension of organizational change and work ability index among employees 
working in multinational companies. 
 Courtesy and civic virtue (dimensions of OCB) and organizational citizenship 
behavior emerged as significant predictors of work ability among public sector 
unit and multinational companies employee. 
 Structural change and technological change (dimensions of organizational 
change) emerged as significant predictors of work ability among public sector 
units and multinational companies’ employees. 
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 The main effects of organization type (public and MNC) and age (3 categories) 
and the interaction effect between gender and organization type were found 
significant on organizational citizenship behavior. 
 The main effect of gender (male and female), organization type (public and 
MNC), and age (3 categories) were found significant on organizational change.  
 The main effect of organization type (public and MNC) and the interaction 
effects between gender and age, and organization type and age were found 
significant on work ability index. 
 Post hoc analyses (Scheffe test) revealed that age difference exists on 
organizational citizenship behavior, organizational change, and work ability 
index.  
With regards to the hypothetical model presented in the present research, it was 
found the results present and adequate explanation for work ability. This study 
provided a multifaceted look at various factors and their contribution to work ability. 
The role of organizational citizenship behavior and organizational change as, a 
predictor variable of workability in construction sector employees has been well 
established. As per the findings, influence of demographic variables (age, gender, 
type of organization) has also been found on the variables undertaken for the research.   
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